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COLLECTIVE BARGAINING AGREEMENT 
BETWEEN 
HENDRICK HUDSON SCHOOL DISTRICT 
MONTROSE, NY 
AND 
HENDRICK HUDSON EDUCATION ASSOCIATION 
PREAMBLE 
SECTION 1 - PHILOSOPHY 
The Board and the Association firmly believe that the primary function of the Board and 
its professional staff is to assure each boy and girl attending the Hendrick Hudson Scbool 
District the highest level of educational opportunities obtainable. The Board recognizes 
that teaching is a profession; the Board and Association believe that the educational 
program is realized to the highest degree when mutual understanding, cooperation, and 
effective communications exist between the Board, tbe Administration and its teaching 
staff. This commonality of goals and interests reflects the prokssional concept of shared 
responsibility in policy development which can be achieved only through an open and 
h e  exchange of views, with all parties participating in dell'berations leading to tbc 
determination of matters of mutual concern. 
SECTION 2 - ACADEMIC FREEDOM 
A. The parties to this Agreement seek to educate young people in the democratic 
tradition, to foster recognition of individual freedom and social responsibility, to 
inspire meaningll awareness of and respect fbr the Constitution and the Bill of 
Rights, and to instill appreciation of the values of individual personality. It is 
recognized that these democratic values can best be transmitted in an atmosphere in 
which academic fieedom for bargaining unit member and pupil is encouraged. 
B. Freedom of individual conscience, association and expression will be encouraged and 
fairness in procedures will be observed both to safeguard tbe legitimate interests of 
the schools and to exhibit by appropriate examples the basic objectives of a 
democratic society. 
C. Academic fieedom shall include, for all parties concerned, the right to evaluate thc 
programs and policies of the schools of Hendrick Hudson School District and to make 
constructive suggestions at the appropriate level and in an ethical manner. 
ARTICLE 1 
PROCEDURE OF AGREEMENT 
SECTION 1 - RECOGNITION 
A. The Hendrick Hudson Education Association has been recognized as the exciusivc 
bargaining agent for a unit consisting of all certified personael and licensed registad 
nurses (See Appendix A) except per diem substitutes, all administrators, and those 
whose responsibilities include the formal recommendation or direct determination of 
teacher assignments, andlor the making of periodic observatiodevaluations, whether 
fonnal or informal, of certified staff. The Hendrick Hudson Education Association 
does not assert the right to strike against the District, nor shall it assist or p a a i c i  
in any strike, or impose an obligation to conduct, assist or participak in anyct,* 
upon its membership. 
SECTION 2 - PROCEDURE FOR NEGOTIATIONS 
NEGOTIATING TEAMS The designated representative of the Board will 
meet with representatives designated by the Association, neither group to ex& 
five members, at such mutually agreed upon places and times fbr the purpose of 
effecting a fiee exchange of facts, opinions, proposals and couderptoposals in a 
good faith effort to reach mutual understanding and agreement. 
OPENING NEGOTIATIONS Upon rezeipt of a written request by e i t k  
party for a meeting to open negotiations, a mutually acceptable meeting date shall 
be set not more than 15 days following such request. Such request shall be made on 
or before January 15,2004. An propods to be negotiated shall be p~esented in 
writing by the Association and District prior to f'mal agreement on any item. 
CONSULTANTS The parties may call up& consultants to assist in prepating 
for negotiations and to advise them during negotiating sessions The expame of 
such consultants shall be borne by the party requesting them 
EXCHANGE OF INFORMATION both parties shall fiunish each other, 
upon reasonable request, all available infbrmation pertinent to the issues unda 
consideration. 
RIGHT OF CAUCUS Either party has the right of caucus at any time duribg, a 
negotiating session. 
REACHING AGREEMENT when total agreement is reached on the mattere 
under negotiation, the Memorandum of Agreement shall be r e d u d  to writing and 
submitted to the Association and the Board for approval. All members of tht 
2 
negotiating teams shall have the responsibility of strongly urging the acceptance of 
the total agreement by the parties they represent. Upon approval by the Association 
and the Board, the Board shall take such action upon the agreement as is necessary 
to implement it and make it official. 
G. IMPLEMANTING NEGOTIATIONS Both parties involved in the 
negotiations of; or administration of an agreement, shall have the right to use school 
facilities when such are not otherwise used for educational purposes provided the 
use of such hilities are appropriately directed to achieve worthy goals. 
SECTION 3 - STANDARD OF EDUCATIONAL OPPORTUNITIES 
A. It is mutually recognized by the Board and the Association that all educational 
opportunities for children and all conditions of employment shall be maintained at 
not less than the minimum standards in effect at the time the agreement resulting 
fiom these negotiations and agreement resulting fiom subsequent negotiations is 
signed. The agreement resulting fiom negotiations shall not be interpreted or 
applied to deprive children of educational opportunities or bargaining unit members 
of professional advantages heretofore enjoyed unless expressly stated therein. 
ARTICLE I1 
SALARY 
The goals established by the Board and Association with respect to salary and &bge 
benefits (Article 111) sball be: 
To enable the District to attract certified and experienced personnel as well as those 
who are new to the profession, bargaining unit members whose profki iod  
performance will measure up to the high standards expected by the Board, the 
Administration and the Hendrick Hudson Education Association. 
To enable the District to retain those on the staff who have demonstrated satishctorily 
their ability to perform up to or beyond the accepted standards of the District. 
To provide for bargaining unit members and their families compensation 
commensurate with the investment in time, trahhg and service required and 
expected of them. 
SECTION 1 - CRITERIA 
The following criteria are established for the duration of this Agreement. 
A. The salary schedule will be determined on the present index system based upon 
professional experienoe and approved degrees and credits Percentage increases 
shall be applied as an increase to the base (Step 1 of the BA line) of the previous 
year's Hendrick Hudson salary schedule. The index shall then determine the 
balance of the schedule. (Appendix B-1) 
2004-2- 
The percentage increase for 2004-2005 is 3.5% 
2005 - 2001 
Tbe percentage increase fix 2005-2006 is 3.5% 
2006 - 2087 
The percentage increase for 2006-2007 is 3.5% 
2007 - 200% 
The percentage increase for 2007-2008 is 3.5% 
B. One career increment equal to the last increment in the appropriate cohunn will be 
granted cumulatively in the 20* year and succeeding years of credited or actual 
service in the Hendrick Hudson School District provided available promotiod 
increments have been received. 
C. A promotional career increment at the 28' year of credited servk will be 
implemented. 
D. A single career increment for 3 consecutive years mutually agreed upon by the 
employer and employee, but only between and includin the 25" and 35' years of I credited service and in no case extending beyond the 35 year will be implemented. 
E. The licensed registered nurses' salary schedule shall be increased by the following: 
(Appendix B-2) 
2004 - 2005 
The percentage increase for 2004-2005 is 3.5%. 
2005 - 2006 
The percentage increases for 2005-2006 is 3.5% 
AAer the application of the 3.5% increase in 2005-2006, $500.00 will be 
permanently added to each step in the salary schedule. 
2006 - 2007 
The percentage increases for 2006-2007 is 3.5% 
2007 - 2008 
The percentage increase for 2007-2008 is 3 3 %  
AAer the application of the 3.5% increase in 2007-2008, $500.00 will be 
permanently added to each step in the salary schedule. 
The salary schedule as presently defined in the contract with the above increases 
will apply to those licensed registered nurses who are on staffon March 1,1996. 
All licensed registered nurses hired after March 1, 1996 will be off the salary 
schedule and will be hired on a salary range that begins and ends with the first and 
ninth steps, respectively. 
with the 15th year of service in the District. This increment will apply to those wbo 
F. All Licensed registered nurses will receive a career increment of $1,500 beginning 
are currently beyond the 15th year. All licensed registered nurses will receive a 
career increment of $ 1,500 beginning with the 20th year of service in the District. 
All licensed registered nurses hired after March 1,1996 will receive-a career 9 1- 
increment of $i,000 at the 5th year of service in the District. All licensed 
registered nurses hired after March 1, 1996 will receive a career increment of 
$ 1,000 at the 10th year of service in the District. 
P 
G. An Early Retirement Incentive was offered as part of the March 1, 1996 - June 30, 
2000 contract (Appendix C) 
H. 1. Academic Intervention Services (Am) is the bargaining unit work of the 
Hendrick Hudson Education Association 
Durii the current contract period, July 1,2000 to June 30,2004, the scheduling 
of Academic Intervention Services will not result in a loss of any bargaining 
unit member position or in a reduction of any full time bargaining unit member 
status to less than full time or in any reduction in parttime status. This 
provision shall cease to be effedive as of June 30,2004. 
mended School Program (ESP) Compensation 
The Extended School Program consists of instruction and support services 
provided to students in addition to that provided within the contractual day. All 
Extended School Program positions are vohultary and will be posted. The 
Extended School Program may be conducted before the contract day, after the 
contract day, on weekends, during vacation periods, andlor during the summer. 
The only rate of compensation to be applied to an extended school program will 
be as fobws: 
2004 - 2005 $55.80 per borr 
2005 - 2006 $57.00 per bomr 
2006 - 2087 $58.00 per bow 
2007 - 2008 $59.00 per hour 
Bargaining unit members will be compensated at the! a h  rate for the time 
between the established and posted start time and end time required for th: 
specific program. 
As part of any extended school program, bargaining unit members will provide, 
without additional compensation, additional tirne not to exceed a maximum of 
two (2) hours for up to twenty (20) days of session and three(3) horn fbr 
twenty-one (21) or more days of session for meetings concerning the said 
program because compensation for such time has been included in the body 
rate. This said maximum time for meetings shall be established and placed on 
the calendar before the start of the extended school program and indicated in the 
posting. Additional time for such meetings beyond the maximum time or my 
other requested time beyond the agreed upon compensated time wiil bt 
compensated at the hourly rate prorated by quarter hour increments. 
Summer or school year workshop compensation shall be paid at the sate of .I% 
of the base salary per hour for actual hours worked. No additional payment will 
be made for preparation time. The workshop c h a i n  shall be paid fix an 
additional hour per four-hour day. Workshop or project grants may be 
determined at a fixed rate per total project as  distinguished h m  the hourly mtc 
noted above. Summer salary statement and schedule of those pay dates will be 
provided following appointment of staff and resolution of the new salary 
schedule. If not resolved, payments will be made on the basis of the p~seut  
salary schedule with adjustments to be made upon adoption of the new salary 
schedule. 
Credits approved in advance by the District Office will be recognized for salary 
advancement twice a year upon submission of official transcripts by AU- 15 
and January 3 1, except where otherwise mandated, in the amount equal to the 
difference of the present and next column divided by 10 and muhiplied by the 
credits in advance of the last c o h .  
The present limitation of BA + 60 and MA +80 will be maintained. 
A Master's degree is required fbr placement on the Master's salary schedule. 
Courses previously granted salary credit by the district and not used to acquire the 
Master's degree will be recognized on the Master's schedule. 
Effective July 1981 - For bargaining unit members who attain a prokssional 
diploma an amount of 3% of base will be added. 
Graduate Course Credit for Administrative Ap~roval It is not possible h r  
the credit criteria to cover all areas of request for course approval. W i u t  
exception, all bargaining unit members, including excessed and those on-leave, 
are responsible for requesting administrative approval in advance. No tuition or 
salary credit can be granted without advance approval. The criteria set forth will 
be used as a guide for those areas listed below. 
SaJarv credit will be eranted witb ~ r i o r  administrative a ~ ~ r o v a l  for:
1 .  Coursesinteachingmethodology 
2. Courses related to the applicant's assignment 
3. Courses prescri'bed by permanent certification requirements in tk 
teaching assignment currently held by the applicant, only for bargaining 
unit members employed prior to July 1, 1980 
4. Courses prescribed by a college for a degree as determined by proof of 
matriculation 
5. Courses requested by the administration for the improvement of 
bargaining unit member (not to include in-service courses) 
Individual self-improvement courses or a planned program not directly 
related to the applicant's assignment will require a statement of acceptable 
justification 
6. Internet courses. Internet courses will be subject to the same approval 
criteria applied to other graduate courses with the following exception: 
For the purposes of assuring compliance with these approval criteria, the 
request for approval must be submitted at least two weeks prior to the 
opening session of the course. 
Salarv credit will not be eranted for: 
1, Correspondence and TV courses 
2 Courses in adult or continuing education 
3. Courses leading to a new profession outside the field of education 
4. Courses previously approved by administration for which a passing 
grade is not received 
5. Courses for which prior approval is not requested and in tbe District 
Office at least 3 days prior to the opening session 
6. Courses which duplicate previously taken courses 
7. Courses which are not properly documented by official transcript 
8. In-service courses - tuition will be paid upon presentation of bill paid 
for previously approved courses 
9. Under-graduate credits 
10. For bargaining unit member employed on or after July 1, 1980, no salary 
credit will be granted for additional courses taken until the bargaining unit 
member acquires permanent certification in the area for which the 
bargaining unit member is employed. 
Self-improvement courses which meet the above criteria, but are experkme 
centered in approach (i.e., workshops, tours, in-the-field experimentation, and tbe 
like) shall be paid for by the District, but shall not be accepted for s h y  
PW*. 
Tuition for approved in-service courses meeting the above criteria will be paid fbr 
by the District. 
20 Worksbop: 
General district direction encourages a planned program leading to a degrse. 
Although some courses outside a planned sequence may be helpfil, these courscs 
are examined very carefully. It is the responsibility of the bargaining unit 
member to supply documentation regarding the criteria 
The same general criteria apply, and in addition a more precise application to 
present bargaining unit member assignment is required. 
The COURSE must meet the fbllowing requirements: 
- Must be fiom a degree granting institution 
- Must be graduate level 
- The content of the course must be specifically and directly related to present 
assignment 
- The methodology of the course must be directly related to present assignmeat 
- The course must be approved in advance 
- The request must be submitted at least two weeks in advance fbr thorough 
review 
One credit for each 15 hours of approved courses completed in foreign 
universities within the framework of an advanced degree p r o m  the number of 
credits granted not to exceed the amount which could be earned in United States 
graduate schools during the same period. Candidates must forward to the &kc 
of the Superintendent, or hisher designee, a registration receipt, an outline of 
curriculum and class hours issued directly by the foreign university, and a 
certificate of attendance upon conclusion of studies. 
During the 2004-2005 school year, chaperone duty will be compensated at $50.00 
for up to two hours and at $25.00 per hour after the second hour prorated by 
quarter hour increments. 
Beginning in the 2005-2006 school year, chaperone duty will be compensated at 
$60.00 for up to two hours and at $30.00 per hour after the 'second hour prorated 
by quarter hour increments.. 
Chaperone duties must include supervision of students and be authorized by the 
building principal. In addition, chaperone duties will include Outdoor Residency 
supervision fiom 4:00 p.m. - 6:00 p . a  
Residency advisors, selected on a voluntary basis, will be compensated at the rate 
of $80.00 per night. Residency chairpersons will be compensated at the rate of 
$100.00 per night. There will be up to two residency chairpersons per residency. 
Residency chairpersons will each receive up to 30 hours of preparation t i m  
outside the school day at the rate of $25.00 per hour. One release day for in- 
school preparation may be approved by the administration each semester for up to 
two chairmen. An alternative program may be submitted to the administration fbr 
approval as replacement for the residency program. 
Additional compensation will be granted according to the following scheduk: 
1. The athletic director and athletic coaches will be paid according to the 
attached step and index schedule. Only those bargaining unit members who 
were on steps 14 and 15 as of September 1,1984 will be compensated at tbe 
appropriate rate for those steps. (Appendix B-4). In the instance of tbe 
Athletic Director, this schedule constitutes full compensation for duties and 
related responsibilities performed between July 1 through June 30 and 
athletic coaches in their respective seasons 
2. Educational Leadership model will be established as per Appendix D. 
Those Department Chairs andor Representatives scheduled to continue in 
their role during Phase I shall continue with all duties, responsibilities and 
compensation as described in previous contract. Commencing July 1,1997 
no bargaining unit member with the exception of the Athletic Director will 
perform formal observation andlor evaluations of another member. 
Department chairmen (in subject areas of 5 or more bargaining unit 
members) will be granted compensation in the amount of 4% of the base 
salary + 1.5% of the base salary for each bargaining unit member (exclusive 
of chairman) in the department. 
Department representatives at Hendrii Hudson High School will be 
appointed in subject areas of two to four teachers and will reoeive 4% of the 
base salary. 
Team leaders in tbe middle school at 6th, 7th and 8th grade levels will 
receive 4.5% of the base salary. 
Bargaining unit members in charge of the e ~ - c ~ c u l u m  activities listed 
on the attached salary schedule will be paid aocording to the attached step 
and index schedule. Payment at this rate will be effective July 1,1984. 
Bargaining unit members in charge of approved intramural or other 
approved activities will be paid accordii to the following scheduk 
2004 - 2005 $25.00 per hour 
2005 - 2006 $28.00 per hour 
2006 - 2087 $31.00 per hour 
2007 - 2008 $35.00 per bow 
This schedule will not result in a loss of salary for bargaining unit members 
currently receiving higher compensation than the above. For those 
bargaining unit members whose current hourly rate exceeds that in the 
above schedule and wbo continue in the same assignment, this current rate 
will be increased annually by the percentage increase of the main salary 
schedule until such time as the rate in the above schedule is grater. 
Part-time teacher salary will be determined as follows: 
1. Seconda y: Anything kss than three teaching periods b m e s  number of 
periods per day taught over seven with anything half or  greaterequaling 
the number of periods per day taught p h  one over sevlca. 
2. Elementary: The number of hours worked over seven with anything balf 
or greater equaling the number of horn worked pius an additional 45 
minutes. 
3. Any exception of the above will be reviewed by the principal, 
Superintendent, or M e r  designee, and association rep~esentatim 
Part-time bargaining unit members will move one step annually at a pmakd 
salary for each year excluding 1 99697. During the 1 W 9 7  school year all p&- 
time bargaining unit members will remain on the 1993-96 step. Upon moviog to 
full-time assignment, the accumulation of actual teaching time and substitute time 
(200 days as hl l  year) will determine the step placement. If halt-year or more in 
the remaining year a full year will be granted. 
44 U1. Elementary Principal's Aide 
45 a. The regular school year stipend for an aide to an elementary principal wig 
46 be $9,100.00 
47 
b. The summer compensation for up to twenty days of service for an aide to 
an elementary principal will be S241.001five (5) hour day. 
U2. Subcommittee Chairperson for Special Education 
The regular school year stipend for a Subcommittee Chairperson for Special 
Education will be $4,550.00. 
APPLICATION OF CO-CURRICULUM ASSIGNMENTS: 
1. Not all clubs will be filled every year. 
2. A bargaining unit member assigned by the principal at the beginning of a 
school year to a new club which has been approved during the budget 
9 process of the previous school year will be compensated half the yearly 
stipend for this club in the first year provided that the new club, after 
review, is continued for the second half of that school year. 
3. If a club is terminated, for any reason, and is reactivated within a two year 
period, that sponsor would be paid. 
4. If it is not reactivated until after two years, it would be considered as a 
new club and the assignment wouid be on a voluntary and unpaid basis. 
5. If inactive for more than two years, the club will be removed fiom the 
listing in the contract. (Appendix B). 
6. If after two years a club is reactivated, it will be once again added to the 
list of clubs in the contract. 
B.M.M.S. INTRAMURAL ACTIVITIES 
There will be a 200 hour allocation for BMMS intramural and ski club. The distriibutbn 
of the 200 hours will be determined by the administration. 
ARTICLE In 
FRINGE BENEFITS 
SECTION 1 - CRITERIA 
The following criteria are established for the duration of this agreement: 
A. Healtb Insurance: 
The Board agrees to fiunish to al l  bargaining unit members who arc 
employed half-time or more and who are employed for at least six months 
of the school year, the following heahh insurance plans: 
a. The PutnamMorthern Westchester Healtb Insurance Consortium 
b. HMO offered by the District. 
The District shall provide the HHEA president with the calculations ibr 
health premiums for the next school year as soon as they are available in 
the previous school year. 
All bargaining unit members who choose individual c o v e r e  wiil 
contribute 4.5% of the annual individual health premium payment. 
All the bargaining unit members who choose hilycoverage will 
contribute 7.25% of the annual family health premium payment. 
In addition, the bargaining unit members who choose the HMO o f E d  by 
the District will be required to con t r i i e  the difference between T b  
Putnam/Northern Westchester Health Insurance Consortium premium and 
the HMO premium, if the HMO premium is greater. 
The above provisions apply only to bargaining unit members who are on 
the current and active payroll. 
The Board agrees to fiunish to all retirees the same health insurance plans 
fiunished to al l  bargaining unit members as set forth in Sect ion 1, A, I .  
Retirees will be provided with the same benefits under the he& 
insurance plans that are provided to the active bargaining unit members. 
Retiree contributions to health insurance premiums will be determined as 
follows: 
1) Bargaining unit members who notify the District by March ldof a 
June 3om retirement in the same school year and choose individual 
health insurance will contribute 4.5% ofthe annual individual he& 
premium payment. 
Bargaining unit members who notify the District by March l* of a 
June 3oh retirement in the same school year and choose family 
health insurance will contribute 4.5% of the annual =ly health 
premium payment. 
Bargaining unit members who do not notify the District by March la 
of a June 30' retirement in the same school year and who choose 
individual or family health insurance will contribute in any year the 
same as the bargaining unit members on the current and active 
payroll. 
The March 1" notification deadline for a June 30' retirement will be 
extended until May 1" for the following extenuating circumstances 
which must be submitted in writing to the Assistant Superintendent 
for Instruction and Personnel 'for approval. 
--', 
a) 9 t h  of a spouse, significant other or immediate family 
- -- - member 
b) Serious illness of a bargaining unit member, spouse, significant 
other, immediate h i l y  member, or any family member living 
in the household 
c) Other such compelling reasons. 
Bargaining unit members who retired on or before June 30,2004 shall 
continue with the contractual agreements fbr retiree health premium 
contributions that were in place at the time of their retirement. 
1) The Board will pay the full cost of premiums fbr retirees who 
choose individual coverage. 
2) Retirees will maintain the same family health premium contributions 
that were in place at the time of their retirement. 
3) Paid-in-fbll heahh insurance will be provided fbr bargaining unit 
members who retired fiom the Hendrick Hudson School District 
prior to March 1, 1996 and those bargaining unit members taking the 
1995-1996 Early Retirement Incentive (Appendix C). 
A bargaining unit member who loses hidher health insurance will receive 
rights under COBRk 
Individuals who go on approved leave beginning September 1 of a given 
year will be covered by the district for the months of July and August 
following their full year's work and fiom the first day of their month of 
return Individuals returning fiom leave other than September 1 who do 
not continue coverage on their own may have to meet a required waiting 
period. 
8. During the open enrollment period occutTirrg in November of each school 
year, individuals with proof of an equal or better plan h m  another so- 
and who sign a waiver of coverage will be eligible dbr a himp sum 
payment at the end of the year equal to the total of the yearly individual 
premium payment minus the bargaining unit member individual 
contribution, based upon rates in e&ct as of November 30 in the year of 
application These monies will be non-pensionable and are taxable. This 
option is for the entire year and will continue yearly unless the bargaining 
unit member notifies the School Business Administrator during the opgl 
enrollment period; said change to become effective January 1 of the 
following year. 
9. If agreed to by the Hendrick Hudson School District and the Hendriick 
Hudson Education Association, a professional consultant, mutually 
selected by both parties, will be contracted to evaluate health plans. The 
cost for such services will be borne equally by both parties. 
10. A bargaining unit member shall receive written notice of any Proteckd 
Health Information (PlQ disclosure made to the District and shall have 
the right to inspect and copy any PHI discbsm. 
B. Flexible Be~efit  Plan 125 
The District shall establish a flexible benefd plan pursuant to the 1RS regulations. 
Such plan shall be administered by a third party. This plan may be utilized fbr 
premium payments that are deducted through payroll, dependent ca~e, and 
u n r e i m b d  medical expenses. 
Benefit Trust Fund 
Effective July 1985, a Benefit Trust Fund will be established by the Association 
for the purpose of providing various benefits for the members of the bargaining 
unit The Board's contribution by August 1 of each school year for each qualified 
5 bargaining unit member for the duration of the contract will be n 
42 The Board of Education will also contribute to the fund $10,000 per year. 
43 r' 
44 Qualified members will be all bargaining unit members who are eligibie for headth 
45 insurance. Full time bargaining unit members who are reduced to kss than M- 
46 time employment will continue to be included on a pro rate basis. 
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The Association will provide an auditor's report of the Fund to the Board at the 
end of each fiscal year as well as a copy of the Trust Agreement. 
The above language shall be interpreted by the parties as follows: 
a The reference to "bargaining unit members" in lines 34 - 35 on page 14 
(2004-2008 contract) shall refer to positions and not to individuals. 
b. When the District makes a contribution on August 1 of any given year for 
a particular position, the District shall not be required to contribute again 
for that position. 
c. When a new position represented by the Association is created after 
August 1, in any given year and a person is employed in that position 
thereafter, the district will pay one-tenth (1110th) of the amount to be 
contributed for that position for each month or a portion thereof, 
commencing in September, that the person is employed by the District. 
(e.g. The District will pay 100% of the contribution for new positions 
when filled in July, August or September; 90% when filled in October, 
80% when filled in November; 70% when filled in December, and so on) 
Bargaining unit member chaperones' admissions shall be paid by the District or 
supporting group. Meals shall be the responsibility of the bargaining unit 
member. 
The Board shall properly compensate for loss or damage of a bargaining unit 
member's personal property resulting fiom malicious .mischief if such damage is 
incurred in the performance of duty, and the bargaining unit member is clearly not 
negligent in hisher responsibility to take reasonable precautions regarding such 
property. 
Auto Damage: Malicious mischief is willll destruction of or damage to 
personal property of a bargaining unit member while bargaining unit member is 
engaged in professional activities on school property. Professional activity is 
defined as activity conducted within the school building or when bargaining unit 
member is engaged in a school sponsored activity. Interior damage will not be 
covered if the car is not locked. Accidental damage to cars is not included. 
Actual theft of the car or possessions is not covered. Bargaining unit member 
shall report the damage to the local police. 
Bargaining unit members and administrators will cooperate in identification and 
prosecution of the offenders. It is preferable to have the damage verified by at 
least one other person at the scene. 
Payment for damage to bargaining unit member's car will be restricted to the 
amount of the individual's deductible portion of the comprehensive liability 
insurance. In the event the bargaining unit member's auto is not covered by 
comprehensive liability insurance, the limit of the District liability insurance will 
be $200.00. 
For those bargaining unit members who have responsibilities in two or moa 
buildings within the school day, a gasoline allotment based on actual mileage 
shall be compensated at the approved Federal I.R.S. mileage allowance tbr 
income tax purposes in effect on July 1 of each year plus $0.02 per mik. In 
addition, in the event of a gasoline emergency, efforts will be made to relieve the 
amount of miles required to meet the schedules of such bargaining unit members. 
The District has a right to have a bargaining unit member examined by its own 
physician at any time pursuant to provisions of Education Law Section 91 3. 
A periodic physical examination of each bargaining unit member will be available 
on a voluntary basis on the following schedule. For the first nine years of actual 
service in the district, a physical exam is available on or Wbre September 1 of 
every third school year. AAer the first nine years of actual service in the district, r 
physical exam is available on or before September 1 of every second year. 
Payment will be limited to $150 a school year. Such examination shall include a 
TB X-ray and physical examination given by a school physician or a licensed 
physician of the bargaining unit member's choice to be reported to and r e v i e d  
by the fill-time school physician and forwarded, by him, to the Superintendent 
with an appropriate interpretation as to the general physical condition of the 
employee. Epidemic inoculations will be provided at Board expense, for thoss 
who want them in the event of school doctor's recommendation. Administration 
may require physical examination of bargaining unit member if appropriate c a m  
is indicated. The result of the physical examination shall be treated as highly 
confidential at aU times. The bargaining unit member may seIect an examination 
by the school doctor, at no expense, or doctor of hidher own choosiog at tk 
bargaining unit member's expense. An approved clinic physical will be approved 
with payment by the school district up to, but not exceeding the amount paid tbt 
school physician. Additionally, the school district will pay laboratory costs, u p b  
$15, for either the school physician or approved clinic physical emination. The 
school district will provide an appropriate standard physical exmination form* 
be used by all bargaining unit members. Should termination under legal provision 
of the State Law be contemplated directly relating to the resuks of the physical 
examination, the employee has the right to verification through an additional 
examination before such action is taken. 
T i e  lost by a bargaining unit member in connection with any incident will be 
determined according to one of the three folowing plans. 
1. The bargaining unit member will be responsible fbr applying forth: 
disability leave at least 30 days prior to the effective date of the leave. 
2. For bargaining unit members returning fiom disability leave at a time 
other than the start of the school year, the time of return will be mutuaUy 
decided. At the district's discretion, a bargaining unit member re- 
during the school year may be placed in other than his/her regular 
assignment. The bargaining unit member may, if desired and seniority 
permits, return in September to the grade and building left. Any 
probationary or tenure bargaining unit member who elects to hold a 
position for the leave period accrues no "rights" to this position, even if he 
has seniority over the on-leave bargaining unit member, and must 
relinquish said position at the end of the leave if the bargaining unit 
member on leave desires to return to that position. 
THREE YEAR PLAN (Non school disability) In the event a tenure 
bargaining unit member is disabled as determined by the school physician, tbe 
Board wilI continue the existing salary for the duration of the school year in 
which sick leave is exhausted. A disability which continues into a second and 
third year will be covered at 50?4 at the next step of the appropriate current salary 
schedule. Upon resumption of work, the sick days accumulated during the period 
of disability wilI be restored. 
FIVE YEAR PLAN (School disability - not student inflicted) At the time of 
disability, the individual's accumulated sick leave will be utilized to continue fbll 
salary beneh.  At the expiration date of such accumulated sick days, the 
individual will then receive one full year of salary. If the disability is still in 
effect, the individual will then be entitled to four additional years at l/2 pay h m  
that date. Upon resumption ofwork the sick days accumulated up to the 
incidence of disability will be restored. 
SEVEN YEAR PLAN (Student induced disability) At the time of disability, 
the individual's accumulated sick leave will be utilized to continue full salary 
benefits. At the expiration date of such accumulated sick days, the individual will 
then receive one full year of salary. If the disability is still in effect, the individual 
will then be entitled to six additional years at 1/2 pay fi-om that date. Upon 
resumption of work the sick days accumulated up to the incident of disability will 
be restored. 
All other benefits will then be made available during the period of disability. 
Medical clearance may be requested by the Board through the school doctor prior 
to returning to full-time employment. Thereafter, the bargaining unit member 
will accept full financial responsibility for income protection relating to a 
continued disability. If a second disability occurs, all information will be 
forwarded to the Superintendent or hidher designee for review and 
recommendation regarding provisions to be made available. 
Leaves: The following categories may be utilized by bargaining unit members 
to request a leave: 
1. The following requests for leave will be submitted to the Superintendent, 
or hidher designee and building principal. 
a Additional sick leave 
b. Professional Leave 
1. meetings, conferences and workshops for professional 
improvement exceeding one day 
2. early leave for study (including early departure time usually 
granted by the principal for courses taken at end ofschool day as 
well as summer graduate courses) 
c. Professional o r  public service leave 
The Association will be made aware of monies available on each level prior to 
their evaluations for conferences. 
2. Salary Deductions for Unauthorized Leave: Salary deductions for 
unauthorized leave shall be made at the specific rates listed: 11200 per day 
or 1/10 per month of the annual salary for 10 month employees; 1 I240 per 
day or 111 0 per month of the annual salary for 11 month employees; 1MO 
per day or 111 2 per month of the annual salary fbr 12 month employees; 
whichever is the lesser. 
3. Corn pensa ble Leave: Pay for leave time shall be provided in order to 
protect a bargaining unit member's income during periods of unavoidable 
absences. The Board's primary concern is for personal illness; however, 
family illness; bereavement; personal; prokssional; official business; and 
emergencies shall constitute legitimate usage of compensable leave. 
4. Sick Leave 
a. For bargaining unit members employed on or &er July I, 1980, 
during the first three years of fi,~ll-time mployment, sick leave will 
be granted to non-tenured employees at one day per month 
cumulative to a maximum of 10 days per year. No additional leave 
days %om any source will be granted, but unused sick days map be 
applied for leave benefits as otherwise specified in the agreement. 
Commencing with the fourth year of full-time employment o r  the 
granting of tenure, whichever comes first, accumulated leave will 
be carried forward and leave benefits for bargaining unit members 
employed before July 1, 1980 will be granted. 
b. For bargaining unit members employed before July 1, 1980, 15 
days of sick leave per year with uniimited accumulation will be 
granted. Additional sick leave, without loss of pay, may be 
granted at the discretion of the Board of Education upon 
recommendation of the Superintendent or his/her designee. 
c. Sick leave for part-time bargaining unit members will be pro-rated 
according to the fraction of time employed, and wiil be grameed 
according to  the provisions stated above. 
5 .  Family Illness: When the absence of a bargaining unit member is 
necessary due to illness in the immediate family, absences up to a 
maximum of 4 days per year shall be allowed without any 4oss of pay or 
sick leave. Days not used in a given year will be added to accumulated 
sick leave. If more than four family days are necessary, additional days 
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will come from accumulated sick days. Family days beyond five will 
require the approval of the Superintendent or the Assistant Superintendent 
for Instruction and Personnel, with the request made prior to the absence, 
when possible. If prior notice cannot be given due to an emergency 
situation, the bargaining unit member will, at hidher earliest convenience, 
notify the Superintendent or the Assistant Superintendent for Instruction 
and Personnel. 
The immediate family is defined as: 
a. children of bargaining unit member 
b. parent 
c. husband or wife 
d. brother or sister 
e. other relative residing in the bargaining unit 
member's household 
6. Personal or Cogent Leave 
Four (4) days of leave time per year shall be granted without loss of pay 
for personal or cogent leave. One (1) additional day of leave time per year 
will be available fiom accumulated sick days and shall be granted without 
loss of pay. If used, this one (1) additional day shall be subtracted fiom 
those accumulated sick days. If the bargaining unit member does not 
exceed the use of three (3) days of leave time in the year, one (1) 
additional sick day will be added to the bargaining unit member's total 
accumulated sick days. 
A minimum of five (5) school days notice will be submitted to the 
principal on the District form (Appendix J). No specified reason is 
necessary. 
If five (5) school days notice cannot be given, the reason for the leave and 
why five (5) school days notice could not be given must be specified in 
writing on the District form (Appendix J) and submitted to the principal. 
Such leaves may include but are not limited to the following: 
a. Extraordinary and hazardous weather conditions 
b. Court appearances or signing legal documents 
c. . Personal or family business appointments 
d. Graduation or transporting children to college 
e. Marriage 
f Appointment with doctor for employee or member of hidher 
immediate family 
Approval is required for personal leave: 
a. preceding or following a holiday or a vacation period. 
b. more than two consecutive days of personal leave. 
c. two consecutive days of personal leave intempted by a 
weekend. 
The request will be made in writing to the Superintendent or the 
Assistant Superintendent for Instruction and Personnel. Such 
written requests for approval will include the reason lkr the 
requested leave. Five (5) school days notice prior to the requested 
personal leave is required, except in extenuating circumstanoes. 
7. Bereavement Leave 
a. All bargaining unit members shall be allowed kave without loss of 
pay or leave time for absences up to and including the day of the 
finera1 and after the funeral where religious obligations require the 
same, because of the death of a member of hidher immediate 
family as defined above. In addition, bereavement leave will be 
provided for mother-in-law and father-in-law of immediate family 
and for grandparents and/or relatives for whom the bargaining unit 
member is financially responsible. 
b. Absence to attend the funeral of a relative other than a member of 
the immediate family such as aunt, uncle, niece, nephew, in-law, 
grandparent, or fiiend will be allowed without any loss of pay or 
leave time. Under extenuating circumstances, said l a v e  shall be 
extended if approved by the Superintendent, or hisher designee. 
In extenuating circumstances an additional day may be allowed if 
approved by the Superintendent or hidher designee. 
8. Jury Duty: Upon receipt of a request to report for jury duty, the 
bargaining unit member will promptly inform the building principal and 
arrange to discuss the timing, planning, substitutes and other necessary 
details related to the absence. 
Bargaining unit members are required to request delays in jury duty 
assignments if the dates assigned occur at the more critical times of the 
school year, such as September and June. To the extent possible, jury duty 
should be arranged to coincide with times that classes are not in session. 
It is also expected that, if given the option, bargaining unit members will 
not agree to serve on jury duty for more than a two week period. 
Those who serve on jury duty are compensated for transportation costs 
and service. As bargaining unit members are also compensated by the 
district for the period of time they serve on jury duty, the check for service 
is to be submitted to the School Business Administrator. 
Time served on jury duty or time used for court appearance and other 
public duties related to school shall be granted without loss of pay or leave 
time. 
9. Professional Leave 
a. Leaves shall be granted without loss of pay or Ieave time hr 
attendance at approved professional meetings, conferences and 
workshops for professional improvement. 
Bargaining unit member may request early leave for approved 
graduate study without loss of pay or leave if assigned work is 
completed provided written statements forwarded through the 
administration are provided indicating that late entrance will not be 
approved. 
A written report of the meeting may be requested by the principal 
within 10 days of the bargaining unit member's return. 
1.  There shall be a maximum rate of reimbursement, not to 
exceed $200.00, for all bargaining unit members for travel, 
hotels, meals, registration and other necessary fees while 
attending these authorized professional activities. A 
minimum of 45 conferences shall be available district-wide. 
An additional minimum of 15 conferences held outside the 
contract day shall be available district-wide. 
2. Five (5) of these additional 15 conferences, apportioned 
one (I) per building, shall be available to the district nurses. 
If approved by the Assistant Superintendent for Instruction 
and Personnel, conferences may be combined. If approved 
by the Assistant Superintendent for Instruction ind 
Personnel, attendance at these conferences shall not be 
limited to outside the contractual day. 
Staffrequested by the administration to attend such professional 
meetings, conferences, and workshops on weekends, during 
holiday recesses, or after school hours shall receive compensation 
based on the time and transportation involved. 
Religious Holidays Observation of religious holidays which require the 
absence of a bargaining unit member shall be allowed without loss of pay 
or leave time up to three days. If the religious obligation can be met at a 
time other than during the school day, the day will not be considered as an 
excused absence. 
School visitation With administrative approval bargaining unit members 
shall be granted time without loss of pay or leave time for inter-school or 
intra-school visitation. Reasonable advance request shall be made to the 
principal. 
Military Leave Bargaining unit members who are called into temporary 
active duty in any unit of the United States Reserves or New York State 
National Guard for any period less than thirty days shall be allowed such 
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leave as necessary to discharge such obligations. Such leave shall not be 
charged against the bargaining unit member and reemployment shall be 
governed by the provisions of applicable national and state law. 
13. Non-corn pensable Leave 
a. General guidelines for non<ompensaMe leaves: 
1. Bargaining unit member must be on tenure 
2, Leave must be scheduled fiom September 1 to June 30. In 
extenuating circumstances, a leave may commence at 
another time, but must conclude June 30. 
3. Non-compensable leaves will not be extended. 
4. Benefits will not be paid by the District. 
5. It is the obligation of the bargaining unit member to 
provide necessary documentation. 
6.  Non-compensable leaves will not be granted to  a 
bargaining unit member more than once every three years. 
b. Criteria for  Non-cornpensable Leaves 
1. Education courses must be in a degree program fiom an 
accredited college or university. Course must be r e l a d  to 
present or future educational assignment. A minimum of 
12 credits must be taken within the year. 
The bargaining unit member must provide verification of 
acceptance in the program, and completion of  courses iakm 
during the leave. 
2. Rest and/or Restoration of Health: The bargaining urit 
member must provide supporting documentation fiom r 
physician of  hidher choice at the bargaining unit member's 
expense. 
The district has the right to verifjr this documentation by r 
physician o f  the District's choice at the District's expense. 
In the event of disagreement, the bargaining unit member 
and district will mutually agree on a third physician h a 
professional opinion. The cost of  this opinion will be 
divided between the bargaining unit member and tbe 
district. 
3. Hardship: Hardship is defined as a condition not under 
the control of the bargaining unit member and his/har 
immediate family. This condition may be economic, or it 
may be a physical or emotional problem of a member of the 
bargaining unit member's immediate family. The 
bargaining unit member must pavide  the Superintendent or 
hidher designee with pertinent facts to verifj, the hardship. 
4. Cogent - After ten years of HHSD service, a bargaining 
unit member is eligible to take a cogent non-compensable 
leave providing that a certified, qualified replacement is 
available. The request must be made in writing to the 
Superintendent no later than February 1 and a qualified 
substitute must be selected by June 30. 
14. Maternity Leave 
a. Notice of pregnancy shall be given to the Superintendent, or 
hidher designee, as soon as reasonable after a diagnosis is 
confirmed. 
b. A bargaining unit member in good health (a doctor's certificate 
may be required) could reasonably expect to continue teaching 
until such date as mutually resolved by the employee, employee's 
doctor and the Superintendent. All provisions of the Family and 
Medical Leave Act of 1993 will be available to the bargaining unit 
member. (Appendix E) 
c. Substitute service during a maternity leave may be permitted. A 
certificate from the District's physician may be required. 
d. A maximum leave of two full years shall be granted allowing the 
bargaining unit member to resume her duties on the third 
September following the beginning of her leave. An extension of 
one year may be granted in the best interest of the school district 
and the bargaining unit member involved. 
15. Adoption 
Adoption of a child shall be included under the same provisions as 
maternity leave and child care leave. 
16. Child Care h a v e  
A child care leave request by a tenured bargaining unit member for an 
extraordinary case will be reviewed by the Superintendent, or hidher 
designee. 
Professional or Public Service Leave 
Upon approval by the Superintendent or hidher designee, the Board shall 
grant a leave of absence to a bargaining unit member who has completed 
three successive years of fill-time service to Hendrick Hudson School 
District for the purpose of campaigning for, or serving in, a public ofice; 
professional activities; activities of a social significance which will result 
in professional growth (such as Peace Corps, VISTA, Teacher Corps.); or 
serving full-time as an exchange or overseas teacher. 
Due to the obvious educational values that would accrue to the District as 
a result of a bargaining unit memberJs participation in the Peace Corps, 
VISTA, Teacher Corps or serving as an exchange or overseas teacher, the 
bargaining unit member so participating and returning to serve in the 
Hendrick Hudson School District shall for salary purposes, be placed on 
step as though hdshe had not left the District. 
Within one month of resumption of service, each professional employee 
who has been on such leave may be requested to submit a comprehensive 
report in writing dealing with the educational aspects of the leave. 
18. Return from Leave 
The bargaining unit member is responsible to notify the Superintendent, or 
hidher designee, no later than February 1 prior to the September of return 
to duties; in the case of illness, not later than 30 days prior to the day on 
which the bargaining unit member desires to resume active service as an 
employee. All benefits which had accrued at the time leave commenced 
shall be restored to bargaining unit member upon reinstatement 
19. Termination of Leave 
It shall be the responsibility of the bargaining unit member to: 
a. Inform the Superintendent, or hidher designee, of any change in 
the circumstances which created the need for leave. 
b. Report for duty upon termination of leave. 
20. Leave Without Compensation 
1. Eligibility for Return: Bargaining unit members are eligibte to 
return to a position in their tenure area, depending upon place on 
the seniority list. 
2. Placement if Eligible to Return: No guarantee about grade or 
building can be made. However, bargaining unit members 
returning from a professional or public service leave, may, if 
desired and seniority permits, return to the grade and building kfi. 
Any probationary or tenure bargaining unit member who elects b 
hold a position for the year of such a leave, accrues no "rights" to 
this position, even if he/she has seniority over the on-leave 
bargaining unit member, and must relinquish said position at the 
end of the leave if the bargaining unit member on leave desires to 
return to that position. 
3. May apply on a par with all currently employed staff for any 
available position in the district. They will be sent notice when 
they have stated their intention of returning. 
ARTICLE IV 
RIGHTS AND RESPONSIBILITIES 
The Board agrees that it will not directly or indirectly discourage, deprive, or 
coerce any bargaining unit member in the enjoyment of rights conferred by the 
laws or Constitution of New York State or the laws or Constitution of the United 
States and that it will not discriminate against any bargaining unit member 
because of hidher membership in the Association or collective negotiations with 
the Board or its representatives, or hisher institution of any grievance, complaint 
or proceeding under this Agreement; and that the rights granted in the Agreement 
are in addition to those provided in the above-mentioned statutes and 
Constitution. 
The Board and the Association agree that there shall be no discrimination ag- 
any employee by reason of race, creed, color, marital status, age, sex, or national 
origin, and that the provision of this Agreement shall be applied in a manner 
which is not arbitrary, capricious or discriminatory. 
Each bargaining unit memkr shall have the right, upon request, to review the 
contents of hidher personnel file. Confidential information such as letter of 
recommendation will be kept in a separate file. Observations and evaluations of a 
bargaining unit member's performance are to be subject to the review of the 
bargaining unit member. In the event that the bargaining unit member deems it 
advisable to do so, helshe shall have the right to have added to his/her file h i s k  
comments regarding the contents thereof 
Disciplinary interviews and reprimands will be considered in private. An affected 
bargaining unit member, will however, have the right, following an initial 
interview, to request the presence of an Association representative at any 
subsequent interview. 
Bargaining unit members are responsible for maintaining a continuous high level 
of professional service to the welfare and benefd of the student body. Bargaining 
unit members, therefore, are responsible to discharge their teaching assignments 
with professional proficiency and, to this end, to plan adequately and make 
conscientious efforts to meet, as required and within reason, with children, parents 
andlor consultants. 
It is the bargaining unit member's professional responsibility to perform those 
professional duties within the prescribed limits of the teacher day. It is 
recognized that not all desirable educational activities can be performed entirely 
within the teacher day. Bargaining unit members are, therefore, encouraged to 
continue serving the need of their students in such areas as extra help after school, 
classroom or formal assembly programs, clubs and other worthwhile activities. 
The Board, through its administration, wU sincerely foster the dedication 
expected of the bargaining unit members by planning constructively to provide 
the best possible bargaining unit member facilities attainable and to assist 
bargaining unit members in the advancement of their skills and techniques by 
providing meaningfbl and useful seminars and programs. The Board will 
continually review and analyze the needs of the school district so that ail 
committees, programs, and projects will relate directly to a quality educatiorral 
program either by reason of seeking improvement in teaching methods, toots, 
techniques, andor professional standards of excellence or by reason of seek& 
improved efficiency, economy of preparation, a d o r  consideration of ways and 
means to satisfy the mandatory need for student improvement, greater student 
achievement and high level of employee morale. 
It is the professional responsibility ofeach bargaining unit menber and 
administrator to know and follow the contents of all appropriate professional 
manuals such as the Teacher Handbook and locally developed curriculum guides 
and this contract. A record of failure to comply with this provision will be made 
in the p e r s o ~ e l  file. Repeated fiilure to comply may lead to a grievance filed by 
either or both the Board and the Association. 
A joint committee of administrators and bargaining unit members will be 
established to develop a coach's manual to be completed by June 1997. 
The Association shall have the right to post notices of its activities and matters of 
Association concern on bargaining unit member bulletin boards, at least one of 
which shall be provided in each faculty room of each build& The Association 
shall have the right to use the district mail service (Hendrick Hudson Schoal 
District inter-building service) and bargaining unit member mail boxes br 
communications to bargaining unit members. 
The Association and its representatives shall have the right to use school buildings 
for meetings and other purposes which are tbe proper business of the Association, 
provided that when special custodial service is required, the Board may makc a 
reasonable charge therefore. 
Duly authorized representatives of the Association and their respective affiliates 
shall have the right to transact official Association business on school property at 
all reasonable times, provided that this shall not interfere with or interrupt normal 
school operations. And fiuther provided, no Association views on matters 
relating to supervisor-bargaining unit member or Board-Association relationships 
will be discussed in the presence of students ofthe school district. 
The Association shall have the right to use school facilities and equipmeaP, 
including, but not limited to, computers, copiers, calculators, audio/visual 
equipment, CD ROM players andor recorders, laser disc players, and DVD 
players when such equipment is not otherwise in u s .  
Association use of school facilities and equipment will be permitted provided 
thab.. 
1. Request is made and use arranged for in advance. 
2. Supplies, in comection with such equipment use, will be h i s h e d  or paid 
for by the Association. 
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3. Equipment is used for Association related business and is to be used on 
school property. 
The Association will be informed of any unusual Federal andlor State financial 
allocation to the District. 
Copies of the following will be sent to the Association President, Benefd Trust 
Chairperson and Secretary as noted: 
Board Agenda and Board Minutes 
Workshop reports 
Notices of new positions 
Change of assignments 
Class loads 
Student teacher assignments 
BOCES teacher assignments 
Part-time bargaining unit member assignments 
Non-certified bargaining unit members or bargaining unit 
member on special pay scale 
Notices of communications to bargaining unit member 
representatives 
Notice of grievance 
Approved conference requests 
Approved workshop request 
Approved leaves 
Approved Appointments (i.e., new positions and changes 
in assignments) 
Confirmation of Health Insurance for retired bargaining 
unit members 
Bargaining unit member tenure appointments 
All 
sec. 
Sec. 
Sec. 
Sec. 
sec. 
sec. 
sec. 
sec. 
sec., Pres. 
sec. 
sec. 
sec. 
sec. 
sec., Pres. 
ARTICLE V 
EMPLOYMENT AND RECRUITMENT 
Professional Personnel: It is recognized that members of the prohsional staff 
require specialized 'qualifications; that this professional preparation qualifies them 
to make significant contributions to the conduct of educational affairs of the 
District and to the determination of policy and pr- that the success of the 
educational program depends upon the maximum utilization of the abilities of 
bargaining unit members who are reasonably well satisfied with the conditions 
under which their services are rendered. 
All new bargaining unit members hired shall possess at least a Bachelor's Degm 
fiom an accredited four year college or university, and every effort shall be made 
to seek candidates with a Master's Degree or better. 
All new bargaining unit members hired shall possess, or be qualified to possess, a 
valid teaching certzcate fiom the New York State Education Department in the 
area or subject of M e r  teaching assignment. 
All presently employed bargaining unit members who do not possess a valid 
teaching certificate shall be following the rulings of the Commissioner of 
Education regarding the necessary course work needed for such certification. 
Such employees shall possess, or be elighle to possess, a valid teaching 
certificate in the area or subject of hisfher teaching assignment prior Q his 
placement on the rolls as a tenure teacher. 
In order to seek candidates for staffpositions in the District who meet the 
minimum qualifications as provided in the "Preamble" and "Procedure and Te~ms 
of Agreement" of this contract, the Chief Scbool Officer of the District shall be 
provided with suffjcient finds to send representatives in the District to accredited 
four year colleges and universities for the purposes of conducting on-campus 
interviews as well as other sources for candidates, if deemed necessary. 
All candidates for staffpositions in the District shall, before a contract is o~~ 
be interviewed by the building principal and, when available, the appropriate staff 
leader at the high school level, team leaders in the middle school or appropriate 
special teachers in the elementary or middle school. Their recommendation shall 
be considered in the appointment of the candidate. Whenever possible, tbe 
candidate will visit the school building classrooms and meet the st& 
Special orientation shall be arranged by the building principals and appropriafe 
stamembers for all BOCES staffwithin the &st week of schooL 
Orientation for all bargaining unit members new in tbe District shall be arranged 
by the building principal. Where appropriate, the new bargaining unit m e m k  
shall be assigned to a willing tenure bargaining unit member in the same subject 
or class area by the building principal. Assignment would be made on District 
Meeting Day and the orientation should take place during the week following the 
District Meeting. 
ARTICLE VI 
TRANSFERS AND PROMOTIONS. 
Not later than April 15 of each year, the Superintendent, or h i s k  
designee, shall cause a list of known vacancies and new positions which 
will exist at the start of the following school year to be posted in all school 
buildings. 
Bargaining unit members who desire a change in grade and/or subject 
assignment or who desire to transfer to another school building shall fik a 
written statement of such desire with the Superintendent, or h i h  
designee, not later than April 25. Such statement shall include the grade 
and/or subject to which the bargaining unit member desires to be assigned 
andlor the school building or buildings to which helshe desires to be 
transferred. Where such request contains a multiple choice, the grades, 
subjects, or schools shall be listed in order of preference. 
No later than May 13, the Superintendent, or his/her designee, shall post 
in all school buildings a supplemental list of vacancies that have becom 
known since April 15 and any vacancies specified in the list posted on 
April 15 which have not yet been filled. 
No later than May 20, bargaining unit members may file applications fix 
grade andlor subject assignment or building transfer to vacancies listed on 
the aforementioned supplemental list. The above dates will be adjusted if 
in conflict with spring recess. 
Every effort will be made to consider the desires and requests of the 
present st& before new teachers are employed and assigned. Vacancies 
occurring during the school year will be posted. Staff members interested 
in such vacancies for the following year must indicate this interest in 
writing to the Superintendent, or hidher designee, within one week of 
posting. Bargaining unit members who have already indicated such a 
desire should make their interest known again on the April and May 
vacancy forms. A vacancy, once filled with a present or new employee 
will no longer be considered a position for which a present employee may 
make application. 
The following principles shall be applied in the reassignment or transfer of 
bargaining unit members: 
a Approval of the receiving building principal 
b. The convenience and wishes of the bargaining unit member 
applicant 
c. Individual qualifications 
d. Instructional requirements 
e. Where the foregoing factors are substantially equal, preference in 
assjgnrnent or transfer shall be given to the incumbent applicant 
with the greatest number of years of service in the Distrid. 
7. Where a bargaining unit member has requested a transfer to an open 
position and the request is not honored, the Superintendent, or his/het 
designee, if requested to do so, will inform the involved bargaining unit 
member in writing the reasons for not honoring the request. 
8. The Executive Committee of the Faculty Association will be informed by 
the administration before final commitment for a bargaining unit m e m k .  
a To accept a student teacher 
b. To accept a change in job assignment initiated by administrative 
direct ion 
c. To leave; that is, following indication to the bargaining unit 
member, the administrator should inform the designated 
representative of the Executive Committee of hidher intention to 
recommend for dismissal a non-tenured bargaining unit member. 
Involuntary Transfers 
1. When involuntary transfers are necessary, a bargaining unit member's atea 
of competence, major and/or minor field of study, quality of professiod 
performance, and length of service to the District will be considered, 
together with instructional requirements and staff availability, in 
determining which bargaining unit member is to be transfd .  
2. An involuntary transfer will be made only after a meeting between the 
Superintendent or hidher designee, and the bargaining unit member 
involved. The bargaining unit member shall be informed of the reasom 
for the transfer and shall have at least one week to consider h i d k  
position. 
3, Bargaining unit members who are involuntarily transferred will bc 
transferred only to the same tenure areas in a comparable position, if 
available. 
Ten u re Status: No bargaining unit member w h  is transferred shall, by 
reason therefore, lose hisher tenure status within the provision of the law or be 
deprived of any rights provided under the contract. 
Number of Lone Term Substitutes: Long tern substitutes will be 
employed to the extent necessary to fill staffmg needs available in each tenure 
- - 
area as a result of approved leave for regularly-appointed bvgaining unit 
members. Ifpositions are reduced or abolished, long term substitutes will be 
dismissed before regularly appointed bargaining unit members 
No bargaining unit member holding a probationary or tenure position may be 
removed fiom hidher position to provide a position for another bargaining unit 
member, regardless of seniority, except in accordance with the law when a 
position is abolished. In this case, the last person hired in the tenure area must be 
dismissed. 
When a position is eliminated, the displaced bargaining unit member may apply 
for any available position in the same tenure area If there are multiple requests 
for a single position, including those of ordinary transfer, the position will be 
filled in accordance with the transfer criteria. However, no bargaining unit 
member, so displaced, can be denied the sole position available to himher under 
Article VI, 6a. 
When a bonafide vacancy occurs through the resignation or dismissal of a 
probationary or tenured bargaining unit member, long-term substitutes in the 
same tenure area may apply for probationary appointment without changing their 
position The new bargaining unit member hired would, therefore, become the 
long term substitute. According to provisions of law, credit for years served in 
the same tenure area will be granted. All positions currently held by long term 
substitutes will be considered available for application by all current and on-leave 
(but returning) staff. (See note on Professional and Public Service Leave, 
Article 111, K17) 
April notices to staff will list three choices. Bargaining unit members who wish a 
change should state their preferences - even where no openings currently exist. A 
bargaining unit member thus making a request will be given the opportunity to 
take a position helshe has expressed a desire for if such an opening occurs after 
the close of school When no requests have been made, such openings will go to 
new bargaining unit members, giving them temporary designations and thereby 
moving to probationary appointments any temporary bargaining unit members in 
that tenure area 
When the number of grades on one level is being reduced, if there are no requests 
for transfer fiom that level, the bargaining unit member with the least seniority 
will be asked to list hidher preferences fiom among the available openings. 
His/her request will be considered on a par with all other requests for open 
positions; however, with seniority being the determining factor, where all other 
criteria are equal 
Seniority Seniority is based on the number of years of kll-time service in the 
local district. Seniority does not accrue during periods of unpaid leave. 
Act in  P A dm in istra t or  In the event a bargaining unit member is asked to 
serve in an administrative capacity on a short term, but full time basis, the 
following procedures shall apply: 
1. The bargaining unit member would be given a paid leave of absence to 
serve as an acting administrator. 
2. An appropriate stipend would also be paid. 
3. The bargaining unit member would be guaranteed the return to his/her 
previous position once the acting administrator time is completed. 
Teacher-in-Cha ree When a bargaining unit member is assigned to be 
"teacher-in-charge", the form on (Appendix F) will be completed and executed 
by the appropriate M. 
Prom otions: When new positions are created at the supervisory andlor 
administrative levels, a listing of such positions shall be distributed to the 
professional staff ofthe District; and first choice for any such position shall be 
given to equally qualified applicants from the incumbent p ro~s iona l  staff. 
Vacancies occurring in a school year shall be filled according to the provisionsof 
"Employment and Recruitmentm section of this Agreement. 
Probationary and Permanent Appointments for Licensed 
Repistered Nurses: 
Every original appointment to a position in the non-competitive class shall be Ebr 
a probationary term of not less than twelve weeks, nor more than twenty six 
weeks. 
An appointment shall become permanent upon the retention of the probationet 
after his/her completion of the maximum period of -ce or upon earlier written 
notice following the completion of a minimum period of service that hidher 
probationary term is successfully completed. 
Permanent Service shall start on that date on the incumbent's original 
appointment on a pennanent basis in the classified service. 
Seniorifi for Licensed Registered Nurses: Among permanent 
employees, the order of suspension is the inverse of the order of their original 
permanent appointment in the classified servioe. 
The date of the permanent service shall be the date of the original contingent 
permanent appointment. 
ARTICLE VII 
2 
3 TEACHER LOAD AND RESPONSIBILITIES 
4 
5 
6 
7 SECTION 1 - CLASS SIZE 
Goals for Elemen tarv Scbools: The desirable number of pupils per class in 
the elementary.schools for the duration of this contract agreement shall be as 
follows: 
Kindergarten 22 
Grades 1 - 3 24 
Grades 4 - 6' 26 
In the event these limits are exceeded by three students, a study will be 
undertaken to determine, after consideration of all possible kctors including 
teacher request, what action is most appropriate for each oversize class. The 
merit of utilizing teacher aides in overly large classes is recognized as one of the 
logical alternatives to dividing a class. Twenty minutes per day for each child 
over these limits will be used. 
No bargaining unit member shall have instructional responsibility, regardless of 
class size, for more than an average of 130 pupils per day. The principals and 
Association representatives shall review the special areas such as speech, music, 
art, library, and physical education to recommend equitable class size in these 
special areas. 
Goals in Middle and Senior High School: The maximumofpupilsper 
class in the middle and senior high schools shall be as follows: 
All classes 20 - 28 Average daily load of 125 
Class Size Average Daih Load 
Special Classes (Modified) 10 - 23. 
Advanced Placement 15 - 23 
Shops 15 - 23 100 
Typing 27 - 35 160 
Physical Education 30 - 38 200 
*Depends upon program and grade level. 
Accepted reasons for exceeding or reducing class siw norms shall include the 
following: 
1. Limited space 
2. Specialized or experimental program 
3. Review of specific situation with association representatives 
4. Joint decision of the teacher, counselor and principal in reviewing special 
classes (modified). 
The principals and Association representatives will evaluate class loah as 
anticipated in the spring and as finalized at the end of September where overload, 
by contract, is involved. 
Every attempt will be made to apply all regulations regarding teacher load and 
class size with equity and consistency throughout the District. Total class lod 
will be given consideration in attempting to balance each class size to tbc 
acceptable standard. 
In an attempt to equalize teacher load, bargaining unit members may be expect& 
to assume such supervisory duties as necessary in lieu of homeroom and/or 
classroom responsibilities. 
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Elementary: The current teaching program as it affects teacher load shall 
continue for the duration of this Agreement except for the changes noted under 
"All Schools - Teaching Responsibilities." Nothing contained herein shall 
prohibit necessary or educationally sound adjustments in the length of the student 
day. No increase in the bargaining unit member day is intended. 
Secondary: 
1. The normal class load at the high school and middle school shall be Eve 
(5) classes per day which shall&clude any periods designated fa. 
Academic Intervention Services (AN) or any periods assigned to provide 
specific student assistance, plus one (1) duty period. Middle school team 
meetings are considered to be an integral part ofthe team concept and will 
be conducted, as necessary, on a regular basis during a common 
preparation period. 
2. Other exceptions to the normal class load will be forwarded to thc 
principals and Association representatives for consideration and 
recommendation. Every effort will be made to limit the daily load for 
English teachers to 100 students equally distributed. 
Exceptions: Department Chairperson 4 Classes 
Science Lab Courses 4 Classes 
Athletic Director 4 Classes 
In the event that a stamember holds the position of Athletic Director and 
a position as department chairperson or science lab teacher, that 
bargaining unit member shall only be required to teach three classes per 
day. 
3. A duty period at the high school is defined as a study hall or hall. duty. A 
duty period at the middle school is defined as a supplement period. No 
more than 20 students will be assigned to a given study hall. 
4. The study halVhall duty and homeroom. hall duty resolutions agreement 
signed on January 22, 1998 is replaced by this contract. 
5. Duty Period Exemptions: 
a High school RISELife Skills teachers 
12 b. Librarians, nurses, psychologists, social workers, and other related 
13 services personnel 
14 c. In lieu of study hall/hall duty, full time teachers whose primary 
15 assignment is the high school Learning Center will remain 
16 available for student specific support. A primary assignment for 
17 this program is defined as teaching four (4) or more support 
18 periods in the Learning Center. 
l9 d. In lieu of study hall/hall duty, high school music teachers will have 
20 a music lesson class period if the principal, after consultation with 
2 1 the music teacher, determines on an annual basis that the lesson 
22 schedule necessitates an additional class period beyond the normal 
23 class period load. 
24 e. For 2000-2001 the high school bookstore co-curricular position 
25 will be equivalent to one fbll-time exemption fiom the duty period. 
26 For 2001-2002 and thereafter, there will be no exemption fiom the 
27 duty period. 
28 6. In the event that the high school schedule reverts to eight (8) periods per 
29 seven (7) hour teacher day, the normal class load shall be five (5) classes 
30 per day plus limited study hall where necessary, as written in the 1996- 
3 1 2000 contract. The normal class load of five (5) classes per day shall 
32 include any periods designated for Academic Intervention Services (AN) 
33 or any periods assigned to provide specific student assistance. 
34 
35 C. All Schools - Teacher Load: 
36 
37 1 .a The teacher class load shall not exceed three preparations. Each class 
3 8 requiring a different course of study (i.e., tex-tbooks, curriculum, etc.) will 
m :: be considered a separate preparation This does not include the use of separate textbooks, etc. within a given class. 
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42 b. In the event a fourth preparation is deemed necessary or desirable, written 
approval of the H.H.E.A. must be granted, and the affected bargaining unit 
member(s) shall be relieved of one period of supervisory duty daily. 
Exceptions to all Schools Teacher Load: 
Language teachers 
Teacher whose total daily student load is considerably M o w  the standards 
above. 
Special areas such as home and career skills, industrial arts, art, music, 
business education, physical education, and special education 
Every effort will be made to provide each bargaining unit member with 
hislher own room 
In order to carry out their team leader responsibilities, middle school team 
leaders will be exempt fiom homeroom, hall duty, and any other 
scheduled morning duty or activity which precedes the first scheduled 
class. 
Consideration will be given to floating bargaining unit member in the 
reduction of non-classroom duties. 
Guidance counselors will be employed on a student-counselor ratio of not 
greater than 300 to 1 at the secondary level. CJerical assistance will be 
provided to attend to clerical duties permitting time for the counselor to 
perform hisher primary h c t i o n  No supervisory duties, such as 
homeroom or study halls, will be assigned to h1l-time counselors on a 
regular basis. 
Bargaining unit member may supervise at kast one unpaid student club or 
activity before or after the regular academic day, the time and frequency b 
be left at the discretion of tbe bargaining unit member. 
Concern and responsibility shall be exercised by the prokssional stafFthet 
fiee or preparation periods are reasonable and appropriately d 
The teacher day for all elementary, middle school and secondary 
bargaining unit members will be 7 hours regardless of the length of& 
student day. This prescribed time allotment shall be interpreted to be the 7 
hour period oftime between arrival and departme. 
The middle school lunch period will be a minimum of 40 minutes. In each 
of the other school buildings, the lunch period length in place in that 
building for the 2000-2001 school year wiil serve as the minimum lunch 
period length for that building. 
The Association president and chief negotiator will be relieved of n o s  
teaching duties and be given consideration in schedule planning and/or 
assignment of teacher aide upon request. 
The following procedures will be used in the assignment of summer 
service to pupil personnel staff and members of the skills teams at the high 
school and the middle school The pupil personnel staff is defined to 
include guidance counselors, psychologists, resource room teachers, 
learning disability specialists, speech teachers, school nurse-teachers, 
reading teachers, teachers of the deaf and special education teachers. 
Mainstream teachers who are working in collaboration projects will be 
included in the pupil personnel staff that are allotted pool days. Guidance 
counselors will each be assigned to a minimum of 18 days o f  employment 
beyond the normal school year between July 1 and June 30. In addition, a 
pool of available days for service as needed will be established. The 
distribution of the pool will be: high school, 27 days; middle school, 18 
days; elementary schools, 18 days. Appropriate adjustments will be made 
for type of service required, district needs, and multi-level needs. 
The salary schedule for this service will be a per diem basis of  11182 of 
the individual's base salary for an average seven hour day. All requests 
for summer service will be submitted to the building principal by May 1, 
for hisher recommendations by May 20. AU requests and 
recommendations will then be forwarded to the Superintendent for review 
by a district committee of two Association representatives and two 
administrators. The final decision on summer day 
assignrnent/employment will be made by the Superintendent. 
12. Training and Professional Growth: A stipend of $75 per day (minimum of 
4 hours) will be given for non-calendar day training or professional 
growth. The Instructional Management Committee will develop the 
training and staff development options. The .I% of the base salary rate 
will be continued for the following: 
a projects that are initiated by the staf f  and approved by the CRC 
committee on an annual basis 
b. projects initiated by the district and approved'by the IMC 
SECTION.3 - TEACHING RESPONSIBILITIES 
Efforts will be made to explore methods by which the primary hnction of the teacher to 
teach is enhanced. The following practices will be continued or instituted: 
1. Every effort will be made to limit classroom interruptions such as frequent 
or prolonged announcements over the public address system, collection of 
money and parental conferences. 
2. Preparation andlor presentation of assembly programs shall be on a 
voluntary basis. The value of assembly programs is recognized and 
voluntary presentation of them is encouraged. 
Such duties as lunch room duty, playground supervision and bus duty will 
be performed by non-professional personnel. The option of paying 
professional personnel to assume these duties, provided they do not 
interfere with the performance ofprofessional responsibilities, will be 
possible on a voluntary basis. Bargaining unit members shall not be 
required to take over the duties of paid supervisors, bus supervisors, 
playground supervisors, lunch duty and morning supervisors except in 
case of emergencies as determined by the administration. Every effort is 
to be made by the paid supervisor to obtain a volunteer replacement. 
4. It is the bargaining unit member's professional responsibility to return to 
school for such evening events as Meet the Teachers Night, Open H o w  
and Parent Report Card Conferences. Bargaining unit members are 
encouraged as a professional responsibility to take part in after school 
Class Mothers' Teas. Regularly scheduled Parent-Teacher Conferems 
will be held within the teacher day and on a scheduled evening at the close 
of both the first and third marking periods. The evening conferences will 
be reserved for those parents who request the same. A make-up evening 
will be scheduled when deemed necessary. 
Parents will be requested to indicate on the standard form provided, a 
desire to schedule a conference with a special teacher. B a r g a w  unit 
members may leave after the last scheduled conference. Bargaining unit 
members are encouraged to attend student programs, athletic events, 
parent-teacher meetings and other similar worthy educational programs. 
Chaperoning student evening activities shall be voluntary and shall not be 
included in the above. 
5. The number of meetings per teacher shall not exceed an average of three 
meetings per month, to include district-wide staff, departmental and grade 
level meetings and building staff. Exception to the above limits are the 
following: 
a An emergency situation as determined by the administration. 
b. Bargaining unit member volunteers on specialized committees 
such as new school steering committees, district-wide report card 
and grading co-ttees, cumulative folder committee, fidd trip 
policy comhtee,  etc. 
c. Scheduled meetingswithin the student day 
d. Parent-teacher conferences and s tafbg a problem pupil 
conference to be held at a mutually agreed upon time. 
All district-wide and building meetings shall be limited to one hour after 
the starting time. Adequate prior notice of at least two school days shall 
be required. No meeting or conference after the student day will be held 
on a day before a holiday or weekend or on the day of the regularIy 
scheduled Association meeting. A half-day each month may be set aside 
for administrative meetings if deemed necessary by the administration 
Recommendations fiom the staffwill be considered. In the event a 
meeting is scheduled, the length may be one hour beyond the teacher day, 
with such meeting to be included in the monthly quota. 
6. Bargaining unit members are expected to indicate their arrival and 
departure fiom the building each day according to the system devised in 
each building. Notification of late arrival due to unavoidable delay will 
facilitate coverage for the bargaining unit member's responsibility, due to 
late arrival or early departure. Whenever bargaining unit members leave 
the school grounds on school business during the school day, notification 
must be given to the office. Personal business for a limited time may be 
granted at the discretion of the administration. Bargaining unit members 
do not need approval to leave during the fiee lunch period, but should 
not* the oflice. 
7. Both long range and daily lesson plans should be used by all teachers and 
will be readily available for review by building principals, or hidhex 
designee. 
8. It is recognized that the district should share in the responsibility of 
assisting in the preparation of prospective teachers. Therefore, bargaining 
unit members are encouraged to accept the responsibility of working with 
a practice teacher, when requested by the administration. No bargaining 
unit member shall be expected to accept a student teacher unless hefshe is: 
a willing 
b. on tenure 
c. has taken a student teacher training course or has taken the District 
workshop on student teachers 
The Administration and the Association will jointly develop a workshop 
on student teachers which will be presented on mutually agreeable dates as 
needed. 
9. Failure to attend scheduled Hendrick Hudson School District conferences 
as established in the school calendar without prior approval of absence 
shall be subject to deduction in pay for the specified period of the 
conference. 
10. It shall be the responsibility of each bargaining unit member to hlfill 
hisher assigned duties. This includes arriving no later than or departing 
no earlier than the prescribed time as specified. Continued fbilure tomect 
this obligation shall be cause for consideration of appropriate action A 
record of incidents shall be made for the bargaining unit member and tbe 
personnel folder with copies forwarded to the Association when 
appropriate. 
11. The absence of mentioned bargaining unit member responsibilities and 
conditions in this Agreement shall not be interpreted to mean that the rules 
and regulations found in the teacher's manuals, handbooks and printed 
policies are not in effect. Such rules and regulations, however, in no case 
take precedence over any policies specifically changed by this 'Agreement. 
I SECTION 4 - SUBSTITUTE POLICY 
2 A. Elementary Substitute Procedure: Substitutes, at the elementary level, 
3 will be employed on the basis of the following guidelines: 
4 
5 Classroom t e a c k  Employ a substitute 
6 
7 Specials: 
8 
9 Group A No substitute to be emdoved 
School psychologist 
Special r e s o w  teacherhelping teacher 
Instrumental Music 
Audio-Visual 
Group B Ern~loy substitute onh. if a com~etent  
*Certified substitute is available 
Art 
Physical Education 
Vocal or general music 
An attempt will be made to keep the library open and supervised for student 
use by aides normally assigned in other areas 
Pa rtial Days of Absence: Wherever possible, the building principal will 
arrange for classroom supervision. In some cases, employment of a substitute 
will be necessary. 
*Exception to "certified" qualification can be made ifan outstanding person in 
the particular field is availabk. 
Substitute Policy at Secondary Level: Wherever possible, cer t i fd  
(preferably) or qualiiied substitute teachers shall be employed to cover vacancies 
created by the absence of bargaining unit members. Bargaining unit members 
shall not be required to assume the responsibilitks of absent bargaining unit 
members except in emergency or most unusual circumstances. Bargaining unit 
members requesting special consideration for short-term absence li-om tr 
responsibility (as identified by the administration, but not reported to the District 
Ofice) may secure coverage by another bargaining unit member. Emergency 
lesson plans should be providd by all bargahing unit members and made 
available for the substi* 
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ARTICLE vm 
EVALUATION 
Purpose 
A. The Association and the Board recognize the need for and the value of 
evaluations as a means of assessing and improving professional 
performance. All evaluation procedures will be constructive and practical 
in nature. 
B. All bargaining unit members will be evaluated annually, using the 
instrument and procedures that follow. 
Evaluation Instrument 
Based on the District Annual Professional Performance Review (APPR) plan, 
bargaining unit members will be evaluated using the Guide for Evaluation 
(Page 44)- 
Procedures 
A. The Administration will be responsible for evaluating in writing, 
probationary bargaining unit members each semester. Tenured bargaining 
unit members will be evaluated once annually. Additional evaluations may 
be conducted. 
B. Bargaining unit members assigned to more than one building will be 
evaluated by a designated administrator chosen fiom those buildings with 
input fiom the administrator in each building to which they are assigned. 
The Director of Pupil Personnel Services will evaluate all pupil personnel 
staff who work in more than one building and may evaluate any related 
service provider. The Director of Physical Education and Health wiil 
evaluate all bargaining unit members who teach health and may evaluate 
any physical education teacher. 
C. The Administration may designate other appropriate supervisors to make 
evaluations in writing or provide input for evaluations. Bargaining unit 
members will be notified as to who will be performing the evaluation 
Evaluations are in the bargaining unit member's personnel fib. 
D. The evaluation is a comprehensive assessment of the bargaining unit 
member's overall performance during the year based on the District APPR 
plan. The observation is an assessment of a segment of the bargaining unit 
member's performance. 
1) Evaluators will use the Guide for Evaluation as a guideline in 
writing observations and the evaluation resulting fiom the 
Traditional Evaluation Process. The evaluator need not comment 
on every item in the Guide for Evaluation. 
2) The written evaluation for the other methods of evaluation will bc 
limited to the NotificationlCompletion Form and The Descriptor 
Form for the chosen APPR method of evaluaticm. 
The evaluator will conduct observations of the work performance of the 
bargaining unit member openly and with hidher full knowledge. If 
requested by either party, pre- and post observationconferenoes will be 
granted. Additionally, the District shall have the right toconduct in fond  
observations at any time, and post observation conferenoes will be granted 
if requested by either party. The number of observers in the classroom et 
any time will be limited to one. 
The evaluator will confer with the bargaining unit member when 
substantial evidence fiom any source forms the basis for a statement in the 
evaluation which raises concerns about the professional performame of 
the bargaining unit member. If the bargaining unit member wishes, t& 
results of this conference will be given to hi&r in writing. 
The evaluator will provide definitive, positive assistance to help the 
bargaining unit member where an area in need of improvement has been 
identified. The bargaining unit member will provide active, positive 
cooperation to the evaluator. It is recognized by the District and tk 
Association that one or more items in the Guide for Evaluation may b 
identified as in need of improvement without an overall unsatisfactory 
evaluation being given 
The Association recognizes its share of the responsibility to assist 
probationary bargaining unit members and others to improve the quality of 
instruction. The Association, a s  well as the Administration, may appoint a 
tenured bargaining unit member to assist the bargaining unit member. 
If this evaluation or any other evaluation regardless of type of report 
becomes part of the bargaining unit member's personnel file [that is, if it 
isn't used for notes and then destroyed) the bargaining unit member will 
receive a copy. 
Evaluations will be distributed by June 1. The bargaining unit member 
will sign the evaluation report to acknowledge receipt and attach 
comments, if any, no later than June 10. The bargaining unit member may 
request a conference to discuss the evaluation. Evaluations distributed 
before June 1 will be signed by the bargaining unit member within ten 
calendar days. 
K. If a bargaining unit member disagrees with the evaluation report by the 
administration, he/she may follow the grievance procedure, meeting first 
with the administrator. 
L. The bargaining unit member has the right to review hisher personnel files 
in the presence of the administrator. The bargaining unit member may 
make copies of any materid at hidher own expense. Before material is 
placed in the personnel files, the bargaining unit member will receive a 
copy. The bargaining unit member is required to sign and date this 
material to acknowledge receipt. 
M. Licensed Registered Nurses will be evaluated using the Traditional 
Evaluation Process during their first two years of employment in the 
District. After two years of employment in the District, Licensed 
Registered Nurses may choose a method for evaluation based on the 
District's APPR. 
N. Bargaining unit members may agree to be observed or evaluated by 
administrative interns. Such observations and evaluations will not be part 
of the bargaining unit member's official evaluation or be placed in the 
bargaining unit member's personnel file. 
I GUIDE FOR EVALUATION 
2 
3 In writing an evaluation, the immediate supervisor andor principal will consider the 
4 f o l l o w i ~  areas ofperformance as approp&te: 
INSTRUCTIONAL PERFORMANCE 
(a) Demonstrates knowledge of subject matter 
(b) Shows evidence of long and short term instructional 
planning to organize and present subject matter 
(c) Demonstrates knowledge of various teaching strategies 
and teaching reso- 
(d) Provides for individuaI differences and developmental 
needs of students 
(e) Demonstrates ability to motivate students 
(f) Assesses pupil achievement through appropriate 
instruments and techniques 
(g) Demonstrates understanding of affective needs of pupits 
CLASSROOM MANAGEMENT 
(a) Demonstrates efficiency in routine d u t k  
(b) Organizes classroom for effective instruction 
PROFESSIONAL GROWTH AND SERVICE TO DISTRICT 
(a) Contributes to committee work and hculty meetings 
(b) Stays up-to-date on new developments, c ~ c d u ~ c h a n g x  
and theories in field 
(c) Contributes to non-class activities 
STAFF AND PARENT RELATIONSHIPS 
(a) Demonstrates ability to communicate effectively with parents 
(b) Demonstrates ability to w o k  effectively with staff 
SUPPORTS DISTRICT AND BUILDING PHIL,OSOPHY AND 
GOALS 
FUTURE GOALS COOPERATIVELY DETERMINED BY 
IMMEDIATE SUPERVISOR AND/OR PRINCIPAL AND 
BARGAINING UNIT MEMBER 
ARTICLE IX 
STUDENT DISCIPLINE 
. . AND. 
BARGAINING UNIT MEMBER PROTECTION 
It is recognized that the primary responsibility for discipline in the classroom is 
righthlly that of the teacher. It is fiuther recognized that discipline problems arc 
less likely to occur in classes which are well taught and where a high level of 
student interest is maintained. However, a bargaining unit member may take such 
action as is necessary to protect himseWherself and/or other students. 
A list of student expectations necessary to create and maintain an educational 
environment during study hall shall be developed by a high school committee 
composed of two (2) administrators and five (5) bargaining unit members. These 
student expectations shall be posted in each study hall. Study hall teachers have 
the option of referring students who do not meet these expectations to the building 
administration for appropriate action. The student expectations and referral 
process will be reviewed for effectiveness by the above committee on an amual 
basis. 
The Board recognizes its responsibility to give all reasonable support and 
assistance to bargaining unit members with respect to the maintenance of 
control and discipline in the classroom. The Board fiuther recognizes that the 
bargaining unit member may not fairly be expected to assume the ongoing 
responsibility for students who are willfully and repeatedly disruptive. Whenever, 
in the professional judgment of the bargaining unit member, in consultation with 
the administration, it appears that a particular pupil requires the attention of 
special counselors or other professional persons, the Board will take steps to assist 
the bargaining unit member with respect to such pupil 
A bargaining unit member may exclude a pupil fiom hisher class when the 
grossness of the offense, the persistence of the misbehavior or the disruptive 
effect of the violation makes the continued presence ofthe student in the 
classroom intolerable. In such cases, the bargaining unit member will furnish the 
principal, as soon as practical, with knowledge ofthe exclusion and as promptly 
as possible, with full particulars of the incident or incidents. The affected pupil 
will be readmitted to the classroom only upon direct authorization of the 
principaI, or when appropriate, by guidelines fiom the principal for the htum 
handling of this case. ' 
Individual records will be maintained on student discipline and will be 
available to bargaining unit members as an aid for determining disciplinary 
recommendations concerning particular pupils. 
1 6. Any case of assault or legal action upon a bargaining unit member whik 
2 acting within the scope of hidher duties shall be promptly reported to the 
3 administration and, after review, to the Board when such action is in order. 
4 7. The Board shall render all reasonable assistance to the bargaining unit 
5 member in connection with the incidents as required by law enforcement aad 
6 judicial authority. 
ARTICLE X 
CURRICULUM DEVELOPMENT 
A committee of the Association will be established to work with tbe 
Administration to develop guidelines for cuniculum improvement provided these 
principles are followed: 
1. Those bargaining unit members who are most affected by curriculum 
changes should be involved in planning and implementing the program. 
2. Curriculum development as it applies to subject matter extension or 
improvement, shall include workshops, seminars, in-service courses and 
other appropriate means to improving the curriculum. Those persons 
acting as instructors, or directors, or consultants for district-sponsored 
courses shall be paid for their services by the District. 
3. Workshop requests will be submitted in accordance with the procedure 
guidelines adopted by the committee for curriculum development. 
4. The goal of in-service courses and continuing workshops shall be the 
improvement of education in out District. Facuhy and administrative 
suggestions will be encouraged in determining areas for such in-service 
courses and workshops where unusual needs exist in the District which 
cannot be taken care of through BOCES. 
ARTICLE XI 
SCHOOL FACILITIES 
It is recognized by all parties herein interested that the facilities provided for use 
in the education processes bear a direct relationship to the results that may be 
expected. It is fbrther recognized that all facilities must meet rigid standards with 
regard to: 
1. Health 
2. Safety 
3. Security 
4. Suitability for purpose(s) intended 
5. Adequacy of performance 
6. Timely availability 
7. Sufficiency of quantity 
It shall be the responsibility of  the Board to provide for each student as  is 
necessary: 
1. Up-to-date educational materials to include textbooks, u~o~kbooks, other 
aids to learning in addition to equipment and supplies. 
2. Such services necessary to provide for student needs through adequate bus 
transportation, cafeteria service and properly maintained lavatories and 
sidewalks. 
3. Adequate and secure locker space. 
4. Clean, well lighted, properly heated, properly ventilated and sound 
controlled classrooms and/or work-study areas. 
It shall be the responsibiljty of  the Board to provide for each bargaining unit 
member: 
1. Secure desk, coat closet and storage space in a convenient location - 
preferably in hidher own classroom. 
2. Classroom or work stations h e  of use during the bargaining unit 
member's preparation period, except where needed as a classroom due to 
crowded conditions. 
3. Clean, well lighted restroom facilities separate fiom those provided for 
students and healthfully maintained 
4. A clean, well lighted and attractively maintained Faculty Room. 
5. Space permitting, a room adequate in size and equipment for use for 
personal preparation and preparation of "teacher made" instructional 
materials such as, but not limited to test, review materials, study guides, 
work sheets, audio-visual aids, etc. 
a Such facilities shall include modem typewriters plus other 
equipment and supplies appropriate to the needs of modem quality 
education 
b. These facilities shall be separate and apart fiom the Faculty Room 
6. ' Adequate and maintained off street parking area 
7. In no case, shall a bargaining unit member be temporarily removed fiom 
hisher regularly assigned area without adequate prior notice and 
provisions for suitable substitute facilities. 
8. Bargaining unit members shall be responsible to keep those areas listed 
herein, i-e., faculty room, faculty workroom and individual classrooms in 
acceptable condition during the regular teacher day to permit these areas 
to be conducive to the use intended. Regular cleaning shall not be tbc 
responsibility of the professional staff. 
9. When practical, bargaining unit members are expected to keep their 
classrooms locked at all times when not in use unless building directions 
specify otherwise. No student or bargaining unit member.valuablcs, 
including money, are to be left in the classroom at times when not 
attended and in no case over night. 
10. Keys are not to be left in the mailbox, but must be the responsibility of 
each bargaining unit member. -Discretion must be used regarding the 
distribution of keys to children for use at any time. 
11. Facilities for special subject areas will be provided to the extent that 
building and financial limitations pennit. Recognizing that goals and 
objectives of educational programs can vary fiom community to 
community and fiom building to building, the goal of the district will be 
toward equal educational opportunities for all children. 
ARTICLE XI1 
SUPPLIES 
The School District agrees that it will provide sufficient supplies so that 
bargaining unit members may hlfill their responsibilities in an adeque, 
efficient and professional manncr. 
An adequate portion of the f h d  ($100 for H.H.H.S. and B.M.M.S., $75 fbr 
F.G.L. and $50 for others) allotted to each school 'for supplies during the school 
year shall be set aside in a rotating petty cash fund to be used to purchase 
materials and supplies which are not normally available h r n  central supply a d  
which cannot, by their unique nature, be stocked. This f h d  may also be usad, 
within reasonable limits, to provide for innovations. Bargaining unit m e m h  
purchasing materials and supplies must have prior approval of their principal to be 
reimbursed Erom this fund upon submission of an appropriate receipt of purchase. 
Continuing efforts will be made to improve the procedures of ordering and 
receiving supplies. Distribution of supplies by building will be determined jointly 
within that building. Bargaining unit member requests for budget purposes Ln 
educational equipment and supplies are received and reviewed by t k  
administration. Bargaining unit members shall have the opportunity to lid 
priorities in the case of necessary reductions. Discussion sessions regarding thea 
areas will be held throughout the school year for the purpose of review and 
understanding and toward the ultimate goal of hlfilling the goals stated k i n .  
Every effort will be made to receive and review bargaining unit member requats 
prior to final budget allocations. 
ARTICLE XI11 
SCHOOL CALENDAR AND PAYROLL PROCEDURES 
SECTION I - SCHOOL CALENDAR 
A. A Calendar Committee fiom the Association and Administration will be 
appointed to assist in developing the calendar, .provided these principles are 
fo 110 wed: 
1. The school year shall contain a maximum of 185 days to include a 
minimum of 180 days of instruction, the necessary conference and 
emergency days and the orientation day after Labor Day. In addition 
there will be nineteen (1 9) mandatory HHSD professional hours and six 
(6) HHEA professional hours, none of which shall be converted into 
workdays and/or professional development days. 
Six (6) of the nineteen (19) mandatory HHSD professional horn  
shall only be assigned by the District for meetings at the 
conclusion of contractual days, and/or for other appropriate 
professional development activities which give all members an 
equal opportunity to hlfill the requirement, such as those listed in 
the "Professional Activities to be Used to Fulfill Six (6) HHEA 
Professional Hours" (Appendix I). Said hours will not include 
contact with children. 
The total length of meetings involving these six (6) HHSD 
profkssional hours will not exceed two (2) hours beyond the seven 
(7) hour contractual day. 
The Administration will determine the use of al l  six (6) ofthese 
HI-JSD professional hours by May 30&of the previous school year. 
This information will be rovided to the calendar committee fbr P publication. By June 10 the Administration will noti@ the KHEA 
of the dates and use of these hours for the upcoming year. Any 
change in these deadlines or the publicized schedule will require a 
written waiver from the HHEk 
b. Thirteen (1 3) of the nineteen (1 9) mandatory HHSD professional 
' hours shall only be assigned as follows: 
1) Elementary Schoolr 
The thirteen (1 3) HHSD professional hours will be scheduled 
by the bargaining unit member as thirty (30) minute extra 
help/contact time sessions for students identified by the 
51 
bargaining unit member after conferring with 
parentdguardians. No sessions shall involve N S  or clubs. To 
the extent possible, the sessions will be divided equally 
between the fist and second halves of the school year and 
spread out within each half. Any required written record of e 
session shall only include a confirmation that the bargaining 
unit member was availabk for the session and the numberof 
students who opted to attend the session Bargaining unit 
member supervision fbr the attending children shall be limited 
only to the extra help/contact time session. 
b) After review by the building administrator, additional time 
needed for elementary parent conferences not accommodated 
by the one full day and one evening conference schedules each 
semester will be granted h m  the thirteen (13) horn. 
c) On any day that a student extra help/contact time session b 
held, the bargaining unit rnernber'.~ schedule will be as follows: 
1) Bucbanan-Vemlanck and Frank G. Lindse)! 
8:30 am. - 9:00 am: bargaining unit member-scheduled 
student extra help/contact tinre 
9:00 am. - 4:00 p.111: bargaining unit member day 
3: 15 p.m - 4:00 p.m.: bargaining unit member preparation 
time as part of the bargaining unit 
member day 
2) Furnace Woods 
8:10 am  - 3:40 p.m.: bargaining unit member day 
2:35 p.m. - 3:05 p.m.: bargaining unit member-scheduled 
student extra help/codact timE 
3:05 p.m - 3240 p.m: preparation time as part of the 
bargaining unit member day 
d) Any exceptions to the above shall require a written waiver 
fiorn the HHEA 
e) District wide changes in transpodat ion that would affect thc 
time periods for e m  help/contact time must be mutually 
agreed upon by the HHSD and H l E A  
2) Middle and High Schooh 
a) Each bargaining unit member will be available for eighteen 
(1 3) ex-tra helplcontact time optional sessions for students 
immediately following the seven-hour contractual day. in 
order to fulfill the thirteen (13) hours, the durations of the 
eighteen (1 8) sessions may vary %om Forty (40) to s h y  (60) 
minutes zt tihe bargainin4 unit member's disccetion. The 
bargaining unit member will be available for the h l l  time of 
each session To the extent possible, the sessions will be 
divided equally between the first and second semesters and 
spread out within each semester. Any required written record 
of a session shall only include a confirmation that the 
bargaining unit member was available for the session and tbe 
number of students who opted to attend the session No 
session shall involve AIS, clubs, or sports. Bargaining unit 
member supervision for the attending children shall be limited 
only to the extra helplcontact tirne sessions 
b) Bargaining unit members whose responsibilities preclude 
specific extra helplcontact time may choose to hlfill their 
requirement by supervising in a homework center. 
c) On any day that a student extra helplcontact time session is 
held, the bargaining unit member's schedule will be as follows: 
1) Blue Mountain Middle Scbool 
The bargaining unit member scheduled student extra 
helplcontact time will begin at 2:45 p.m. 
2) Hendrick Hudson High School 
The bargaining unit member scheduled student extra 
helplcontact time will begin at 2:25 p.m. 
d) Any exceptions to the above shall require a written waiver 
fiom the HHEA 
e) District wide changes in transportation that would affect the 
time periods for extrahelp contact tirne sessions must be 
mutually agreed upon by the HHSD and HHEA. 
3) Each bargaining unit member will submit a schedule of extrahe$ 
contact time sessions for the.first quarter of the school year by 
September 15. For the remaining three quarters the building 
administration will determine the three dates for the submission of 
schedules. Sessions will not be scheduled after the last full day of 
classes. 
c. The six (6) HHEA professional hours shall be fulfilled according to 
the "Professional Activities to be Used to Fulfill Six (6) HHEA 
Professional Hours" (Appendix I). 
2. Two hll-day elementary rating days, not to include h e  last day of school, 
will be established each school year for the final two weeks of school 
Every consideration will be given to a common calendar with other 
Northern Westchester districts to the advantage of BOCES' students and 
district personnel living in other districts. 
The fxst day of the school year with children in the elementary schools 
will be a half-day with chjldren and a half-day of meetings. No lunch will 
be served on this day. 
Any or all of the folIowing half-days shall be continued or reiastitukd if 
and when they are again legal in terms ofthe state requirements fix 
student attendance: 
e. the half-days before Thanksgiving and Christmas recescs 
b. such half-days as may be needed for parent conferences, adequate 
planning for opening and closing school and vital curriculum or 
bargaining unit member training sessions 
Licensed Registered Nurses will work the same calendar. 
Licensed Registered Nurses wbo work days during the summer months 
with the approval of the building principal will receive compensatory 
time. 
SECTION 2 - PAYROLL PROCEDURES 
Payroll checks will be issued bi-weekly on Thursday, or a specific day mutually 
agreed upon by the Calendar Committee. 
Contractual salaries will be divided by 21 to determine the bi-weekly amount 
, 
except for those bargaining unit members who request a division by 25 payments 
on appropriate forms h i s h e d  by the Business Office. 
Extra pay for extra duties shall be prorated over the period during which the extra 
duties are rendered. The fust payment of salary for extra duties shall be made on 
the fust regularly scheduled pay day following the commencement of the extra 
services and h a 1  payment for these services shall be made on the first scheduled 
pay day following completion of the services. The periods for pay for extra 
duties for all, but full year assignments shall be determined by the following time 
periods: 
a September - November -all fall activities 
b. December - March -all winter activities 
c. April-Junt -all spring activities 
Any balance in the Board's contractual salary commitment to a bargaining unit 
member shall be paid on the Friday of Regents week in June. 
Should a regular pay date fall during a period when school is not in session, 
bargaining unit members shall be paid salary due on that date on the last day prior 
to recess. 
Authorization for payroll deductions will be made on forms supplied by the 
administration, and shall be available for: 
a designated professional organization dues 
U.S. Bonds b. 
C. Tax-deferred Annuities 
6 Health Insurance 
e. Credit Unions 
Effective September 1979, that portion ofthe Association dues structure which is 
determined to be the amount of professional obligations may be deducted from 
the salary of all staff covered by the recognized bargaining unit, excluding part- 
time bargaining unit members and substitutes. 
ARTICLE XIV 
GRIEVANCE PROCEDURE 
A. PURPOSE 
1. The primary purpose of this procedure is to secure, at the lowest 
administrative level equitable solutions to the claim of the aggrieved 
person or persons. 
B. DEFINITIONS 
1. "Grievance" shall mean any complaint by e bargaining unit member or 
group of bargaining unit members or the Association based on alleged 
violation, misinterpretation or inequitable application of the existing State 
laws, Board policies, Administrative procedures and regulations, or this 
agreement. 
2. The term "bargaining unit member" includes all individuals or groups w b  
are members of the negotiating unit subject to this agreement. 
3. The term "supervisorn shall mean any department chaiierson, principal, 
assistant principal immediate superior, or otber administrative or 
supervisory officer responsible for the area in which an alleged grievamc 
arises except for the chief executive officer. 
4. The term "days" shall mean school days. 
5. "Association" shall mean Hendrick Hudson Education Faculty Association 
or its successor. 
6. "Grievance Committee" is the committee creaied and constituted by ttre 
Association 
7. "Aggrieved Party" shall mean the party claiming the grievance. 
USE OF THE GRIEVANCE PROCEDURE 
I.  The right to use the established grievance procedure is guaranteedto all 
bargaining unit members without coercion, discrimination or reprisal. 
2. The aggrieved party may be represented at all stages of this procedure by a 
person of hisher choosing. 
3. When a bargaining unit member is not represented by t k  Association, the 
Association shall have the right to be present an3 state 2s views at all 
stages of this procedure beyond Sti-ige I. 
1 4. A statute of limitations of 50 school days fiom the time of the incident 
2 within which time the aggrieved party must properly institute a grievance 
3 is established. 
5 D. GRIEVANCE PROCEDURE 
6 
7 1. All grievances shall be in writing and shall include the name and position 
8 of the aggrieved party, the nature, time, place and person(s) alleged to 
9 have been responsible for the grievance, and the redress sought. 
10 2. STAGE I - The bargaining unit member with a grievance shall meet with 
11 hidher building principal or supervisor within 5 days fiom submission of 
12 grievance and attempt to reach a mutually satisfactory agreement. If the 
13 bargaining unit member aid principal or supervisor are unable to reach 
14 such an agreement, the principal or supervisor shall send to the bargaining 
15 unit member within 5 days of such meeting a written decision with a copy 
16 sent to the Association If grievance is denied or ifwritten decision is not 
17 rendered in the required time, grievance may move to next stage. 
3. STAGE lI - If the aggrieved party is not the Association and wishes to be 
represented by the Association, he/she may file hidher grievance in 
writing with the Association within 5 days ofthe Stage I decision or 
expiration of the Stage I time period. This time requirement shall be 
waived if the aggrieved party is the Association or has already requestad 
and been granted representation by the Association at Stage I. This waiver 
shall not, however, in any way diminish the right of the Association, 
through the committee, to evaluate a grievance at any stage and to provide 
or withdraw representation at any later stage. Ifthe committee decides 
that there is a valid grievance, a representative shall be selected to aid a d  
accompany the bargaining unit member during all subsequent stages of the 
grievance procedure. The aggrieved and the Association shall submit a 
formal, written appeal to the Superintendent within 10 days of the Stage I 
decision or expiration of the Stage I time limit. However, if the 
Association decides that no grievances exist, or if the aggrieved party 
wishes representation other than the Association, the bargaining unit 
member may submit a formal written appeal directly to the 
Superintendent. However, if the Association does not support a grievance, 
the Association shall not be required to share in any costs of processing 
the grievance. The Superintendent shall meet with the aggrieved and/or 
the Association within 5 days ofthe submission of the appeal and, if m, 
agreement is reached, shall render a decision in writing (with a copy to the 
Association) within 5 days of such meeting. If the grievance is denied or 
if the Superintendent fails to meet and/or render a written decision within 
the required time, the grievance may move to the next stage. 
4. STAGE 111 - Within 10 days fiom the decision at Stage I1 or tht 
expiration of the Stage I1 time limit, the aggrieved or his representative 
shall present an appeal in writing to the Board Within 10 School days of 
receiving this appeal, the Board shall meet with all parties to the 
grievance. Within 5 days of the Board hearing, their decision will bc 
forwarded in writing to the aggrieved, the Association and principais. If 
the grievance is denied or if the Board fails to hold a bearing andor render 
a written decision within the required time, the grievance may move to the 
next stage. 
5. The above time limits may be extended by written agreement of all parties 
upon written request by the party seeking the extension except that in no 
case shall the time limit exceed twice the number of days specif~d above. 
6. STAGE IV - Within 10 days fiom the decision at Stage 111 or tk 
expiration of the Stage 111 time limit, the aggrieved party shall properly 
serve upon the President of the Board a demand for arbitration under the 
~ o l u n &  Labor Arbitration Rules of the American Arbitration 
~ssociation AU proceedings under Stage IV shall be conducted in 
accordance with the Voluntary Labor Arbitration Rules of the A m e h  
Arbitration Association and the Laws of the StateofNew York and tbc 
United States of America. The Board, the Association, and the aggrieved 
party agree to be bound by tbe decision of the arbitrator. The costs of any 
arbitration under this section shall be shared equally by the Board and tk 
Aggrieved party. If the Association represents the aggrieved party, it shall 
assume the aggrieved party's costs of arbitration. 
MISCELLANEOUS 
If in the judgment of the Association, a grievance affects a group of 
bargaining unit members, the Association may submit such grievance ia 
writing to tbe Superintendent directly, and the processing ofsuch a 
grievance will thus begin at Stage 11. The Association may Gocess such r 
grievance through all levels of the procedure even though the aggrievad 
persons do not wish to do m. - 
The reasons for tbe decisions of Stages I, JI, Ill, of the grievanot 
procedure shall be in writing and shall be promptly transmitted to the 
aggrieved and to the Association. Decisions rendered at Stage IV shail be 
in accordance with the procedures set forth in th4 section 
The aggrieved party's representative shall have access to all informatiorr 
pertinent to the determination and processing of the grievance. 
AII documents, records and communications dealing with the process* 
of a grievance shaIl be filed separately from the personnel files of the 
participants. 
The District, at any time, acting through the Board or the Superintendent, 
may, in its sole discretion, register a grievance against the Association, or 
one of the members of the negotiating unit, for failure to comply with the 
terms and conditions of this contract or existing State Laws, B o d  
policies, administrative procedures and replztions, by filing a written 
complaint with the Superintended, who &ill transmit the complaint to t k  
president of the Association. Within ten (I  0) days there shall be rr 
conference concerning the complaint by the District between 
representatives of the Association and the District. If the complaint cannot 
be resolved at this level, the District may, in its sole discretion and at its 
sole option, bring the complaint to Stage IV of this grievance procedure. 
6. By mutual agreement of both parties, a grievance may be submitted 
directly to Stage IV thereby eliminating any and all remaining stages. 
7. If the aggrieved party fails to pursue a grievance, the Association, if it 
deems the grievance meritorious, may pursue it fiom that stage. 
ARTICLE XV 
TERMS OF AGREEMENT 
This Agreement shall be effective as of July 1,2004, and shall continue in efkzt 
through June 30,2008. 
The Association and Board agree that all proposed items have been discussed 
during the negotiations leading to this Agreement, and agree that negotiations will 
not be reopened on any item, whether contained in this Agreement or not, duriqg 
the life of this Agreement, except by voluntary, mutual consent of the parties, in a 
written and signed amendment to the Agreement. Any written policies of the 
District unaltered or unchanged by the language of this Agreement shall remain m 
force, and it shall be the prerogative of the District to initiate and announce new 
policies not affecting or changing matters contained in this Agreement. 
This Agreement shall supersede any rules, regulations or practices of the B o d  
which shall be contrary to or inconsistent with its terms. The provisions of the 
Agreement shall be incorporated into and be considered a paft of the established 
policies of the Board. 
Any individual arrangement, agreement or contract between the Board and rn 
individual bargaining unit member, shall be subject to and consistent with the 
terms and conditions of this Agreement and any individual arrangement, 
agreement or contract hereafter executed shall be expressly made subject to and 
consistent with the terms of this or subsequent agreements to be executed by the 
parties. 
If any provision of this Agreement or any application of the Agreement to any 
bargaining unit member or group of bargaining unit members shall be bund 
contrary to law, then such provision or application shall not be deemed valid a d  
subsisting except to the extent permitted by law, and all other provisions or 
applications shall continue in full fbrce and effect. In the event a portion of this 
contract is found to be contrary to law, an equitable substitute is to be negotiated. 
Bargaining unit members and administrators are to seek their appropriate 
respective committee's opinions on all matters of contract interpretation. 
Copies ofthis Agreement shall be printed at the expense of the Board and given 
to all bargainkg unit members now employed or hereafter employed by the Board 
within two weeks (or upon such date as is mutually agreed upon) after its 
execution or employment if that occurs later. 
H. IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION 
OF THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT 
ITS IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING 
THE ADDITIONAL FUNDS THEREFORE, SHALL NOT BECOME 
EFFECTIVE UNTIL THE APPROPRIATE LEGISLATIVE BODY HAS 
GIVEN APPROVAL. 
HENDRICK HUDSON EDUCATION HENDRICK HUDSON SCHOOL 
ASSOCIATION DISTRICT BOARD OF EDUCATION 
/* 
By PIW &*? 
President, Board of Education 
Education Association 
Signed documents on file with office of Hendrick Hudson Education Association and 
Hendrick Hudson School District Board of Education. 
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Teacher-ikCharge. 32, Appendix F 
Tcam Leaders. 10 
Tenun. 30 
Termination of Law, 24 
Terms of Agreement, 60 
Three Year Plan, 17 
Training, 37 
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U&&: 
%&kick Hudson School D i s t r i c t  
Charles V. Ilble, Superintendent of School. 
---- 
Bctb Mazzeo, Presideat 
HENDRICK HUDSON SCHOOL DISTRICT 
HHEA 200445 SALARY SCHEDULE 
STEP BA 4.1 4.2 4 3  4.4 4 5  4.6 MA M. 1 M.2 M3 M.4 M.5 M.6 M.7 M.8 PHD 
1 45,931 47 Jog 48,687 50,065 51,443 52,821 54,199 51,443 52,821 54,199 55,577 36,955 58,333 59,711 61,089 62,466 63,844 
2 48,228 49,652 51,076 52,499 53,923 55,347 56,771 54,199 55,623 57,047 58,470 59,894 61,318 62,742 64,166 65,590 67,066 
3 50,524 51,994 53,464 54,934 56,404 57,873 59,343 56,955 58,425 59,894 61,364 62,834 64,304 65,774 67,243 68,713 76275 
4 52,821 54,337 55,852 57,368 58,884 60,400 61,915 59,711 61,226 62,742 64258 65,774 67,289 68,805 70,321 71,836 73,490 
5 55,117 56,679 58,241 59,802 61,364 62,926 64,487 62,466 64,028 65,580 67,151 68,713 76,275 71,836 73,398 74,966 76,705 
14 77,762 79,737 11,712 83,687 85,662 87,637 87,269 89,244 91,219 93,194 95,170 97,145 99,126 101,095 ~03@6 )05,642 
i \ 
15 - - - - II lbyl d 90,025 92,046 94,067 96,088 91,109 100,136 102,151 104,172 106,193 '. !08,857 i / 
'\ 
Steps 12 - 15: Prbmotional Increments baaed upon ntisafactoy rating 
Salary based upon following index percentages: 
BA Columns - 5,5.l, 5.2, 5.3, 5.4,5.5, 5.6 with 3% Increase at Step 1 
MACdumnr -6,6.1,6.2,6.3,6.4,6.6,6.6,6.?, 6.8, ? mlnhlnp at 1.12wlth 3% hawse rt Step 1 

STEP 
I 
2 
3 
4 
S 
6 
7 
8 
9 
I0 
1 I 
I2 
13 
HENDRICK HUDSON SCHCK)L DISTRICT 
HHEA 200697 SALARY SCHEDULE 
4.5 4.6 MA M. 1 M.2 M.3 
56,583 58,059 55,107 56,583 58,059 59,535 
59,289 60,815 58,059 59,584 6l , l  I6 62,635 
61,995 63,570 61,OI 1 62,586 64,160 65,735 
64,702 66,325 63,963 65,587 67 J l  l 68,835 
67,408 69,081 66,916 68,589 70,261 71,934 
741 14 71,836 69,868 71,590 73,312 75,034 
72,826 74,591 72,821) 74,591 76,363 7t,134 
75 $26 77,347 75,772 77,593 79,413 t1,234 
78,232 80,162 78,724 86,594 82,464 ~ 3 3 3  
80,938 82,857 81,676 t3,595 85,514 87,433 
83,645 85,613 84,629 86,597 88,565 90,533 
86,351 88,368 87,581 89,598 91,615 93,633 
89,657 91,123 90.533 92,599 94,666 %,732 
9 1 . 7 ~  93,879 93,485 95,601 97,717 99,832 
m m 96,437 98,602 lbf),767 102,932 
Steps 12 - 15: Promotional increment8 based ugm 8rtkrftdM)r rrtlsrg 
Salary based upon following index percentages: 
BA Columns - 5.5.1, 5.2, 5.3, 5.4, 5.5,5.6 with 3% Wlicrease at Step 1 
MA Columns - 6,6.1,6.2,6.3,6.4,6.5,6.6,6.7,6.8,7 bW~htnln'g dt 1.12 f l 3 %  b ~ ) r s e  aStep 1 
HENDRICK HUDSON SCHOOL DISTRICT 
HHEA 2007-08 SALARY SCHEDULE 
JTEP BA 
1 u50.925 
2 53,471 
3 56,017 
4 58.563 
5 61,110 
6 63,656 
I/f 66,202 
8 68,748 
9 71,295 
10 73,841 
11 76,387 
12 78,933 
W /  81,480 
I4 - 
15 - 
4 3  4.4 4.5 4.6 MA M.l M.2 M 3  M.4 M.5 M.6 M.7 M.8 PHD 
55,508 57,036 58,563 60,091 d . 0 3 6  58,563 60,091 61,619 ~63,147 64,671 66,202 67,730 69,258 70 ,785d 
Steps 12 - 15: Promotional incrertrents based upon 8atiwPectMy retino 
Salary based upon following index percentages: 
BA Columns - 5,5.1,5.2, 5.3, 5.4,5.5,5.6 with 3% increase at Step 1 
MA Columns - 6,6.1,6.2,6.3,6.4,6.5,6.6,6.7,6.8,7 beginntng at 1.12 wtth 3% Incream at Step 1 
"1 1 " - I  "y"q = ' I  ; 
l a -  - II . - - - - - *  - 
Hendrick Hudson School District 
Salary Schedule - Registered Nurses 
The percentage increase for 2004-2005 is 3.5%. 
2005 - 2006 
The percentage increase for 2005-2006 is 3.5% 
AAer the application of the 3.5% increase in 2005-2006, $500.00 will be permanently added to each step in 
the salary scheduk. 
2006 - 2007 
The percentage increase for 2006-2007 is 3.5%. 
2007 - 2008 
The percentage increase for 2007-2008 is 3.5%. 
After the application of the 3.5% increase in 2007-2008, $500.00 will be permanently added to each step in 
the salary schedule. 
Athletic Assignments 
Any reduced placement of an athletic assignment on the athletic salary scale will 
not be applied to the assignment while the incumbent coach as of 7/01/01 fills 
that position 
A coach assigned a new sport will begin at step 1 on the athletic salary scale for 
that sport 
1. If a coach stays with the same sport, step placement on the athletic salary 
scale will be the step placement of the previous year plus one, up to step 
. 13, except for those grand fathered on step IS .  
2 A. In the event that a coach leaves a sport for more t h a  five (5) years, 
the step placement on the athletic salary scale at the time of return 
to the sport will be step 1. 
B. In the event that a coach leaves a sport five (5) years or less, the 
step placement on the athletic salary scale at the time of refun\ bo 
the sport will be as follows: 
1) If the coach was in the sport for half or more of the sea-son 
during the year of departure, the step placement at the time 
of return will be the step placement at the time of departwe 
plus one up to step 13, except those grand-fathered on step 
1s. 
2) If the coach was in the sport for less than half of the season 
during the year of departure, the step placement at the time 
of return will be the same step placement at the time of 
d eparture. 
Athletic Assignments 
Basebd 
Basebd 
Basetad 
Basetad 
Swimm'hg 
T e d 8  
Track - Spring 
Track- Wurtr 
Volleyhi ' 
VolleybaI 
wrestling 
Wrestling 
Re ZOO142 
Percent 
Coadl 9.5% 
Coach 7% 
Coadl 
Coach 
Coach 
Coach 
Coech 
Coach 
Coach 
Coreh 
Co;roh 
Caedr 
Coedr 
Coed, 
ccmdl 
Cooch 
Coodr 
A i 5 s i i  
Coach 
Cach 
CoPdr 
CoPdr 
Good, 
Co#h 
Coach 
Ass- 
cmdl 
Coadl 
C-dl 
Coadl 
codl 
Coadl 
Coadl 
coach 
codl 
Coactr 
C d  
C d  
Coadl 
C o d l  
C& 
Coach 
2001 - 02 
Percent 
9.5% 
7% 
6.5% 
6% 
11% 
7.5% 
7% 
6% 
6% 
8% 
6.5% 
9.5% 
8% 
9.5% 
7% . 
6% 
11 % 
8% 
8.5% 
7.5% 
6.5% 
8% 
9.5% 
8% 
7% 
en 
0% 
6.5% 
9.5% 
7% 
6% 
9 . s  
7% 
6% 
9.5% 
8% 
9.5% 
11% 
8.5% 
7% 
6.5% 
6% 
2004-05 ATHLETIC SALARY SCHEDULE 
INDEX STEP 
GRANDFATHERED STEPS 
1.65 14 9,852 8,337 7,958 7,579 7200 6,821 6,442 6,063 5,684 5,365 4,926 4,547 4,168 3,789 3,031 
1.70 15 10,151 8,589 8,199 7,808 7,418 7,627 6,637 6,247 5,856 5,466 5,075 4,685 4,295 3,964 3,123 
2005-06 ATHLETIC SALARY SCHEDULE 
INDEX STEP 13% 11% 10S% 10.0% 9.5% 9.0% 8.5% 8.0% 7.5% 7.0% 6.5% 6.0% 5.5% 5.0% 4.0% 
GRANDFATHERED STEPS 
m - o o  
m  oo N 
d 3 $ 
200748 ATHLETIC SALARY SCEUCDULE 
INDEX STEP 
GRANDFATHEREDSTEPS 
Co-Curricular ~ssimmenta 
1. Any reduced placement of a co-cum'cular assignment on the co-cunicuiar 
salary scale mill not be applied to the assignment while the incumbent advisor 
'as of 7/01/01 fills that position. 
2. , Based on the Co-Curricular Salary Schedule, there will be a stipend of 2.5 
' 
units per elementary co-cum'cular event for those District approved, initiated, 
-, and/or sponsored activities taking place after the regular teacher day, tht 
'nature of which are a logical extension of the regular instructional program. 
These elementary co-curricular activities would include, but not be limited&, 
such events as concertdperforrnances of the elementary instmental program, 
the vocal music program, and the physical educational program (i.e. 
gymnastics). 
3. Compensation for a preapproved musical accompanist outside the teacher's 
scheduled workday will be prorated at one (1) unit per co-curricular event 
based on the % Units column ofStep 1 of the co-curricular salary scheduk." 
Co-Curricular Assignments 
HHHS Activity Units 
Activity Coordinator SO 
Activity Treasurer 
Art Club 
Boo kStore 
Chess Club 
Class Advisor - Freshman 
Class Advisor - Junior Class 
Class Advisor - Seniors 
Class Advisors - Sophomore 
Conserving Our Wildlife (COW) 
Debate Advisor 
Debate Assistant 
Drama Play 
Drama Stage Manager 
Film Club 
Future Business Leaders of America 
Instrumental MusicIStrings 
lnstumental WindslJau 
Interact 
Imagination 
Hispanic Honor Society 
Literary Magazine 
Math Honor Society 
Mathletes 
Modern Language Club 
Musical Director 
National Honor Society 
Newspaper 
Publicity 
Sailor Strength Club 
Science Honor Society 
SEED 
Sound & Fury 
Stockbrokers Club 
Students United for Cultural Awareness 
Varsity Club 
Yearbook 
Bookstore will be 40 or 20 units based on the number of hours of operation. 
Co-Curricular Assignments 
Units 
20 
15 
10 
10 
10 
BMMS Activity 
Activity Club 
Art Club 
Assistant SO Advisor 
Bookstore 
Computer Club 
Drama Club 
French Club 
Italian Club 
Garden Club 
Investment Club 
Partners Program 
Jazz Band 
MOVAPA 
Music Band 
Newspaper 
Orchestm 
Partnership (Nursery Project Club) 
P hoto1AV 
Publicity (inc. Elementary) 
Select Choir 
Student Organization 
Yearbook 
STEP INDEX 
55 50 
UNITS UNlTS 
4,633 4,315 
200445 CO-CURRICULAR SALARY SCHEDULE 
3.50% INCREASE. 
45 
UNlTS 
3,790 
3,980 
4,169 
4,359 
4,548 
4,738 
4,927 
5,117 
5,306 
5,496 
5,685 
5,875 
elm 
40 
UNITS 
3,370 
3,538 
3,707 
3,875 
4,044 
4,212 
4,381 
4,549 
4,718 
4,888 
5,055 
5,223 
5,392 
35 
UNITS 
2,949 
3,ose 
3,244 
3,391 
3,538 
3,686 
3,833 
3,981 
4,128 
4,276 
4,423 
4,571 
4,718 
30 
UNITS 
2,524 
2,651 
2,777 
2,903 
3,029 
3,155 
3,282 
3,408 
3,534 
3,660 
3,787 
3,913 
4,039 
25 
UNITS 
2,105 
2,210 
2,316 
2,421 
2,526 
2,631 
2,737 
2,842 
2,947 
3,053 
3,158 
3,263 
3,388 
20 
UNITS 
1,683 
1,767 
1,851 
1,935 
2,019 
2,104 
2,188 
2,272 
2,356 
2,440 
2,524 
2,609 
2,693 
15 
UNITS 
1,203 
1,326 
1,389 
1,452 
1,515 
1,578 
1,642 
1,705 
1,768 
1,834 
1,894 
1,957 
2,020 
10 
UNITS 
842 
885 
927 
969 
1,011 
1,053 
1,095 
1,137 
1,179 
1,222 
1,264 
1,308 
1,348 
5 
UNITS 
425 
447 
468 
489 
510 
532 
553 
574 
596 
617 
638 
659 
68 1 
The first step of this salary schedule shall Inmaso by the negotiated salary increase. The remaining steps will increase by the index in the second cmlumn. 
STEP INDEX 
55 50 
UNlTS UNlTS 
4,795 4,466 
5,035 4,689 
5,274 4,913 
5,514 5,136 
8,754 5,359 
5,984 5,582 
6,233 5,806 
6,473 6,029 
6,713 8,252 
6,952 6,476 
7,192 6,699 
7,432 6,922 
7,872 7,145 
45 
UNITS 
3,923 
4,110 
4,315 
4,511 
4,767 
4,- 
5,100 
5,296 
5,492 
5,688 
6,884 
6,080 
6,277 
3.50% INCREASE 
40 
UNITS 
3,488 
3,662 
3,837 
4,011 
4,185 
4,360 
4.534 
4,709 
4,883 
5,057 
5,232 
5,40 
5,5%1 
35 
UNlTS 
3,052 
3,205 
3,357 
3,510 
3,662 
3,815 
3,967 
4,120 
4,273 
4,425 
4,578 
4,730 
4,883 
30 
UNlTS 
2,613 
2,743 
2,874 
3,008 
3,135 
3,206 
3,397 
3,527 
3,658 
3,788 
3,818 
4,090 
4, im 
25 
UNlTS 
2,179 
2,286 
2,397 
2,5@ 
2,815 
2,724 
2,833 
2,941 
3,050 
3,159 
3,266 
3,377 
3,488 
20 
UNlTS 
1,742 
1,829 
1,Qle) 
2,003 
2,090 
2,177 
2,264 
2,351 
2,439 
2,526 
2,613 
2,700 
2,787 
15 
UNlTS 
1,307 
1,372 
1,438 
1,503 
1,568 
1,634 
1,889 
1,764 
1,830 
1,896 
l,O6O 
2,628 
2,001 
10 
UNlTS 
872 
816 
059 
1,003 
1,046 
11090 
1,134 
1,177 
1,221 
1,264 
1,308 
1,352 
1,395 
8 6  
5 
UNlTS 
440 
462 
484 
506 
528 
550 
572 
594 
61 6 
638 
660 
682 
7W 
STEP INDEX 
55 50 
UNlTS UNlTS 
45 
UNlTS 
4,060 
4,263 
4,468 
4,669 
4,872 
5,075 
5,278 
5,481 
5,684 
. 5,887 
6,090 
6,203 
6,496 
COICURRICULAR SALARY SCHEDULE 
3.50% INCREASE 
40 
UNlTS 
3,610 
3,790 
3,971 
4,151 
4,332 
4,512 
4,693 
4,873 
5,054 
5,234 
5,415 
5,595 
5,776 
35 
UNlTS 
3,159 
3,317 
3,475 
3,633 
3,790 
3,948 
4,106 
4,264 
4,422 
4,580 
4,738 
4,896 
5,054 
30 
UNlTS 
2,704 
2,839 
2,975 
3,110 
3,245 
3,380 
3,515 
3,651 
3,786 
3,921 
4,056 
4,191 
4,327 
25 
UNlTS 
2,255 
2,368 
2,481 
2,593 
2,706 
2,819 
2,932 
3,044 
3,157 
3,270 
3,383 
3,495 
3,608 
20 
UNlTS 
1,803 
1,893 
1,983 
2,073 
2,163 
2,253 
2,344 
2,434 
2,524 
2,614 
2,704 
2,794 
2,884 
15 
UNlTS 
1,353 
1,420 
1,488 
1,556 
1,623 
1,691 
1,758 
1,826 
1,894 
1,961 
2,029 
2,097 
2,104 
10 
UNlTS 
902 
948 
993 
1,038 
1,083 
1,128 
1,173 
1,218 
1,263 
1,309 
1,354 
1,309 
1,444 
5 
UNlTS 
456 
478 
50 1 
524 
547 
570 
592 
615 
638 
661 
684 
706 
729 
The first step of thii salary schedule shall Increase by the negotietad aahq increase. The romalning steps will increase by the index in the second column. 
STEP INDEX 
1' 1 .oo 
2 1 .05 
3 1.10 
4 1.15 
5 1.20 
6 1.25 
7 1.30 
8 1.35 
8 1.40 
10 1.45 
1 4 1.5b 
12 1.55 
13 1.60 
55 
UNlTS 
5,136 
5,393 
5,650 
5,007 
6,164 
6,420 
6,677 
i3,934 
7,191 
7,448 
7,704 
7,961 
8,218 
50 
UNlTS 
4,784 
5,023 
5,262 
5,502 
5,741 
5,980 
6,219 
6,458 
6,698 
8,937 
7,176 
7,4 15 
7,654 
200748 CO-CURRICULAR SALARY SCHEDULE 
3.50% INCREASE 
45 40 36 30 25 20 
UNlTS UNlTS UNlTS UNlTS UNlTS UNlTS 
4,202 3,738 3,269 2,799 2,334 1,866 
4,412 3,923 3,433 2,939 2,451 1,959 
4,622 4,110 3,506 3,079 2,567 2,052 
4,833 4,297 3,760 3,21 9 2,684 2,146 
5,043 4,484 3,923 3,359 2,801 2,230 
5,253 4,670 4,W7 3,499 2,W 8 2,332 
5,463 4,857 4,2!50 3,838 3,034 2,426 
5,673 5,044 4,414 3,778 3,151 2,510 
5,883 5,231 4,577 3,918 3,268 2,612 
6,093 5,418 4,740 4,058 3,304 2,706 
6,303 5,605 4,904 4,108 3,501 2,790 
6,513 5,791 5,067 4,338 3,618 2,892 
6,724 5,978 5,231 4,478 3,734 2,985 
15 
UNlTS 
1,400 
1,470 
1,540 
1,610 
1,680 
1,760 
1,820 
1,890 
1,960 
2,030 
2,100 
2,170 
2,240 
10 
UNlTS 
934 
98 1 
1,027 
1,074 
1,121 
1,ies 
1,214 
1,201 
1,308 
1,354 
1,401 
1,448 
1,495 
5 
UNlTS 
472 
495 
51 9 
542 
566 
590 
61 3 
637 
660 
684 
707 
731 
755 
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ELIGIBILITY: 
15 or more years of active service in the Hcndrick Hudson School District 
Eligible to retire under T.RS. effective June 30, 19% 
~ e c o r n e  ligible to retire fiom July 1, 1996 through June 30,2000 
TERMS OF RETIRElMENT INCENTIVE: 
0 Thosi bargaining unit members who are eligible io retire on June 30, 1996, must submit 
- to the Superintendent of Schools an imvocablc letter of retirement no later than 4115196. 
Tbose bargaining unit members who will become eligible to r c t k  during the 199.6-97 or 
1997-98 school year must submit to the Superintendent of Schools an imvocable letter of 
retirement no latcr than 4/l5196. 
Those bargaining unit members who will become eligible to retire during the 1998-99 a 
1999-00 school year must submit to the Superintendent of Schools an imvocable letter of 
intent to retirc no later than 6/30/97 
A letter of  resignation can only be rescinded by the action of the Board of Education a k  
being petitioned by the individual. 
Minimum df 14 members or more must submit a'letter of intent by April 15,1996. 
.- 
e. Revised 2/21/96 
35 or more years of active service in HHSD - 33.3% of final year's base salary and 
longevity pay plus 55000. 
24 to 34 years of active service in HHSD - 2 3 3 %  o f  Anal year's base salary and longevity 
pay plus 52500. 
15 to 23 yean  of active service in HHSD - 333% oT final year's base salary and longevity 
w 
Payment of benefits will be made on a warrant check and reponed on a 1099. 
Onc half o f  the payment will be made in the January o f  the year foiiowing retirement 
one half paid in the January of the following ycrr, 
Health insurance premiums wiil bc paid in fdI throughout rheemployee's retinmcra. 
EDUCATIONAL LEADERSHIP Appendix D 
It is mutually recognized that in the HHSD, clearly defined systems must be  established 
which serve to coordinate the efforts and talents of the certified staff in support of District 
goals. Additionally, a model needs to be established which clearly delineates protocols 
for the finctioning of  an administrative infrastructure, i.e., those formalities, conventions 
and routines which contribute to the orderly hnction of a school. Based upon sound 
principles of democratic leadership, bargaining unit members are afforded opportunities 
to participate in leadership roles within the Hendrick Hudson School District which help 
to facilitate an efficient and effective school system. Teachers may assume the role(s) of  
educational leadership which supports district priorities to improve student 
performance, andlor managerial leadership which supports the instructional program's 
infrastructure. Recognizing that each instructional level (elementary, middle school, and 
high school) has unique organizational patterns and needs, the leadership position at each 
level may include either or both of these roles. 
1. High School Department Leader (DL) 
A member of the bargaining unit who is a full time teacher in the respective discipline 
and assumes the position of  department leader in addition to hislher full time teaching 
assignment. All department leaders will work in accordance with district, building 
and department priorities to improve student performance and to support the high 
school's infrastructure. The department leader position at the high school, therefore, 
shall be structured to include both the educational leadership role (Par t  A) and the 
managerial leadership role (Part B) as defined below, and shall be compensated 
accordingly. 
11. Middle School Department Leader (DL) 
A member of the bargaining unit who is a full time teacher in the respective discipline 
and assumes the position of department leader in addition to hisher  full time 
teaching assignment. All department leaders will work in accordance with district, 
building and department priorities to improve student performance. Because of  the 
unique organizational structure of the "teams-of-teachers" approach at the middle 
school, managerial leadership in support o f  the infrastructure is currently provided 
through designated team leaders. The department leader position at the middle 
school, therefore, shall only be responsible for filfilling the educational leadership 
role (Part  A) within the department, and shall be compensated according to the 
stipend assigned to that singular role. This does not preclude a bargaining unit 
member from assuming the role of both team leader and department leader. 
111. Elementary Grade  Level Leader (GLL) 
A member of the bargaining unit who is a full time teacher on the respective grade 
level and assumes the position of grade level leader in addition to hisher full time 
teaching assignment. All grade level leaders will work in accordance with district, 
elementary and grade level priorities to improve student performance. The position of 
grade level leader shall be responsible for hlfilling the educational leadership role 
(Part  A) as defined below, and shall be compensated according to the stipend 
assigned to that singular role. 
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Part A. (Educational Leadershin) 
Res~onsibilities include: 
, Managing monthly departmentlgradc 
level meetings being responsible for 
establishing necessary roles for each 
meeting, i.e., facilitator, note taker. 
Expediting the sharing of developments, 
resources and strategies from a variety 
of sources, including SED, among staff 
and/or other resource personnel. 
Distributing, reviewing and discussing 
current research which is relevant to the 
instructional program 
Implementing any other appropriate 
activities initiated by the teachers in the 
group, the IMC or the principal (or, in 
the case of GLL, the Assistant 
Superintendent). 
Providing information to the building 
principal(s) which describes the 
progress and functioning of the 
depamentlgrade level, as appropriate, 
and is consistent with Article 11, Section 
1.93. lines 3941. 
Establishing objectives in concert witb 
constituency teachers that wi# 
complement district andlor respective 
level (HS, MS, Elem.) e K m  60 
improve student performance. 
Assisting in the communication a d  
development of instructional matters 
that affect budget 
Representing the departmenvgrade level 
at monthly meetings with the Principal, 
(or in the case of GLLs, witb 
appropriate administrators). 
If selected by the other leaders at the 
respective level, must be willing to 
serve as an additional level 
representative on the IMC for a period 
of one year. 
10. Middle school and high school 
departmentleaders accept the 
responsibility to maintain timely 6-12 
articdation as circumstances may 
require. The fifth grade level leader and 
the middle school department leaders 
accept the responsibility for ongoing 
articulation with sixth grade staff as 
circumstances may require. 
Part B. LManaeerial Leadershi01 
Res~onsibilities Include: 
Ensuring that summary notes of-each 
meeting are forwarded to the Assistant 
Superintendent for Insbuction and 
Personnel, principal, and assistant 
principal. 
Advising the guidance department to 
ensure that students are piaeed in 
classes that: ( I )  m most beneficial to 
them,<2) will meet both state and local 
requirements, and 13) to the ge-t 
extent balancesstudent load. 
Distributing within the department 
appropriate info.mation regarding* 
needs of dassi f ~ d  studen&. 
Orienting new teachers and-subs t iw 
by explaining policies and practi~es of 
the department. 
Serving as a diaison bemeen 
administration and @achers qresenting 
each group to the other in matters of 
cumculum, methodology a d  owrsli 
teaching conditions. 
Collecting and submitting aH 
departmental examinations to t k  
principal in accoidance with 
administrative timelines. 
As a member ofthe principal's cabinct 
and in an advisory capacity, 
participating in the following: honors 
screening, student awards, testing 
schedules, utilimion ofshared 
facilitiedspa~e, computer 
implementation. 
Developing with the e a c h m  
proposed department budget, sharing 
that budget with the principal, 
communicating any revisions back b 
thedepartment, and coordinating and 
facilitating the ~equisition and 
distribution of matenab. 
Meintaining an accurate inventory of all 
department supplies, textbooks. 
equipment, and so3wai-e. 
Appendix D 
Qualifications/Term 
1. Any full time teacher may apply who is or has been tenured in the District with a minimum 
of two years of District experience in the discipline/grade level. 
2. The term of service will be three years. 
3. If in response to unusual circumstances, a bargaining unit member applies and is accepted to 
serve for the balance of a term, the following formula shall be applied in calculating thc 
remaining annual service: 
< !4 the number of school days remaining in the year = zero (0) years of sewice 
?4 or greater number of school days remaining in the year = one (I) year of service. 
Selection Proceq 
, Prior to the end of each deparbnent/grade level leader's term, the appropriate 
administrator+) shall meet with the members of the departmendgrade level to explain the 
responsibilities of the position, including the annual calendar of meetings requiring the 
presence of the leader. 
Bargaining unit members who choose to be candidates shall submit their names to the 
designated administrator by a reasonable and given datc. 
Beginning with bargaining unit members who have served as educational leaders under the 
Educational Leadership Memorandum of Agreement signed on 4/22/98, a bargaining unit 
member may not submit hidher name as a candidate for two consecutive terms immediately 
following hidher fill term of service if any other member of the department has declared 
himselfherself as a candidate to the designated administrator by the given date. 
Each candidate shall be interviewed for the position by the designated adminishtol<r). 
The designated administrator(s) shall choose the departmendgrade level leader from the 
declared candidates. The administrator(s) may choose to inform those who are not chosen as 
to the reason(s) why they were not chosen. 
lfthere is only one candidate for the position, and it is decided by the designated 
administrator(s) after the interview that this bargaining unit member does not meet tbe 
requirements, the administratofls) shall inform this person of the reason(s). 
If there is only a single candidate for a position and it is decided by the designated 
administrator(s) that this bargaining unit member does not meet the requirements, or if there 
are no applications for a position, the administrator(s) shall again request candidates for tbc 
position. 
If after this second request there are no applications for the position, a bargaining unit 
member who has held this position as per number 3. above may apply. 
Eva Jua tion 
1. The Association and the Board recognize the need for and the value of evaluations as a 
means of assessing and improving the professional performance of departmendgrade level 
leaders. All evaluation procedures will be constructive and practical in natun. 
2. All department/grade level leaders will be evaluated at least once annually using as 
evaluation form to be developed by a committee composed of administrators and 
departmentlgrade level leaders and negotiated by the HHSD and the HHEA. Under no 
circumstances shall student performance on any test(s) be used as a criterion for evaluation. 
The evaluation of the departmentlgrade level leader position shall be separate and distinct 
from the bargaining unit member's regular evaluation. 
3. Evaluators will use the evaluation form as a guideline in writing observations and the 
evaluation report. The evaluator need not comment on every item in the evaluation fonn. 
The evaluation is a comprehensive assessment of the departmentlgrade level leader's overall 
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performance during theyear. The observation is an assessment of a segment of the 
departmentlgrade level leader's performance. 
4. The evaluator will conduct observations of the work performance of the departmentlgradt 
level leader openly and with hisher full knowledge. If requested byeither party, pre- and 
post observation conferences will be granted. Additionally, the District shall have the right 
to conduct informal observations at any time, and post observation conferences wiil be 
granted if requested by either party. The number ofobservers in the room at any time will be 
limited to one. 
5. The evaluator will confer with the departmentlgrade level leader when substantial evidence 
from any source forms the basis for a statement in the evaiuation which raises concerns about 
the professional performance of the departmentlgrade level leader. If the departmend@ 
level leader wishes, the results of this conference will be given to himher in writiq. 
6. The evaluator will provide definitive, positive assistance to help the departmentlgrade l e d  
leader where an area in need of improvement has been identiEd. The department/grade 
level leader will provide active, positive cooperation to the evaluatw. 
7. If this evaluation or any other evaluation regardless of type of report becomes part of tlw 
departmentlgrade level leader's personnel file (that is, if it is a d  used for notes and theR 
destroyed) the departmenvgrade level leader will receive tltopy. 
8. Evaluations will be distributed by June 1. The departmentlpde level leader will sign tbe 
evaluation report to acknowledge receipt and attach comments, if any, no later than June 10. 
The departmentlgrade level leader may request a conference to discuss the evaluation. 
Evaluations distributed before June 1 will be signed by the departmentlgrade level l eak  
within ten calendar day& 
9. If a departmentlgrade level leader disagrees with the evaluation report by the administratioa, 
hefshe may follow the grievance procedure, meeting Erst with the administrator. 
10. If two or more consecutive evaluations prove to be unsatisfactory, the administrator may 
declare the departmentlgrade level leader position open and request other candidates f b m  
the departmentlgrade to apply for the positioa 
Organization and Identification of Roles: 
Kindergartea Grade Level Leada Part A 
Grade I Grade Level t e a d a  Part A 
Grade 2 Grade Level Leader Part A 
Grade 3 Grade Level Lxader Part A 
Grade 4 Grade Level Leada Part A 
Grade 5 Grade Level Leader Part A 
6-8 English Department Leader Part A 
6-8 LOTE Department Leader Part A 
6-8 Mathematics Department Leader Part A 
6-8 Science Department Leader Part A 
6-8 Social Studies Department Leader Part A 
9- 12 English Departn~ent Leader Parts A & £3 
9- 12 Guidance Department Leader Parts A & B 
9- 12 LOTE Deparbnent Leader Parts A & B 
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9- 12 Mathematics Department Leader Parts A & B 
9-12 Science Department Leader Parts A & B 
9-1 2 Social Studies Department Leader Parts A & B 
9-12 Special Education Department Leader Parts A & B 
9- 12 TAM Department Leader Part B 
aechnology, &t, Busic) 
Appendix D 
6- 12 TechfOcc. Ed. Department Leader Part A 
K-5 Special Education Department Leader Part A 
K-12 Art Department Leader Part A 
K- 12 Music Department Leader Part A 
w ~ S  pack k. $ 
1. Department Leaders charged with Part B responsibilities under this model shall have a class 
load of 5 classes per day and shall be exempt from ahy and all supervisory duties. 
2. Building administrators are "ex oficio" members of respective departmentlgrade level 
groups, as appropriate. 
Compensation: 
The salary for departmentlgrade level leaders will be as follow& 
~ e ~ a r t m e n t  .~eaders  Department Leaders 
PartAorB Parts A & B 
leaders hi^ Training 
If requested by the departmendgrade level leaders; the District shall provide the opportunity 
to participate in leadership training. 
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J~OUR RIGHTS 
Under the 
FAMILY AND MEDICAL LEAVE ACT OF 1993 
FMLA requires covered employers to provide up to 12 weeks of unpaid, job-protected 
leave to eligible employees for certain family and medical reasom. Employees me 
eligible if they have worked for a covered employer for at least one year, and for 1,250 
hours over the previous 12 months, and if there are at least 5Oemplo)cees within 7S miles. 
REASONS FOR TAKING LEAVE: Unpaid leave must be granted for ~IJ of the 
following reasons: 
r to care for the employee's child after birth, or placement for adoption or fosta 
c m ;  
r to care for the employee's spouse, son or daughter, or parent, who has a .Seriou~p 
health condition; or 
r for a serious health condition that makes the employee unable to perform the 
employee's job. 
At the employee's or employer's option, certain kinds of Daid leave may be substituted 
for unpaid leave. 
ADVANCE NOTICE AND MEDICAL CERTIFICATlON: The employee may be 
required to provide advance leave notice and medical certZication. Taking of leave may 
be denied if requirements are not md 
r The employee ordinarily must provide 30 days advance notice when the leave is 
"foreseeable." 
0 An employer may require medical certification to support a request for leave 
because of a serious health condition, and may r e q u ~ e  a second or third opinion 
(at the employer's expense) and a fitncss for duty report to return to w o k  
JOB BENEFITS AND PROTECTION: 
For h e  duration of FMLA leave, the employer must maintain Che employee's 
health coverage under any "group health plan." 
0 Upon return fiom FMLA leave, most employees must be restored to their original 
or equivalent positions with equivalent pay, benefits, and o h ' l  employment 
terms. 
The use of FMLA leave c m o t  result in the loss of any employment benefit that 
accrued prior to the start of an employee's kave. 
Appendix E 
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UNLAWFUL ACTS BY EMPLOYERS: FMLA makes it unlawhl for any employer 
to: 
interfere with, restrain, or deny the exercise of any right provided under FMLA: 
discharge or discriminate against any person for opposing any practice made 
unlawful by FMLA or for involvement in any proceeding under or relating to 
FMLA. 
ENFORCEMENT 
The U.S. Department of Labor is authorized to investigate and resolve complaints 
of violations. 
An eligible employee may bring a civil action against an employer for violations. 
FMLA does not affect any Federal or State law prohibiting discrimination, or supersede 
any State or local law or collective bargaining agreement which provides greater family 
or medical leave rihts. 
FOR ADDITIONAL INFORMATION: You may contact your HHEA building 
representative or Assistant Superintendent for Personnel at the District Office. 
Appendix F 
TEACHER-M-CHARGE 0 
Definition: "Teacher-in-Charge " shall mean any individualfiom the certrzd staff 
who has been requested by the building principal to act in hisher stead 
during those periodr of short-term administrative absence. 
BE IT KNOWN THAT: 
1. by their signatures affixed below, all parties &'inn h t  
has voluntarily accepted the position of, "Teacher-in-Charge" for the school building 
indicated, and that: 
2. while acting in the capacity of "Teacher-in-Char;gen, the above named individual has 
the delegated authority to exercise professional judgment whencalled upon in 
response to those situations of an emergency or othemise doleseen as may 
arise, and that: 
3. while acting in the capacity of "Teacher-in-Charge", the Board of Education shall 
provide the above named individual with all the protections from iiabiiity accurdbd 
the building principal and which may arise fiom actions taicen while acting in h 
capacity of "Teacher-in-Chaqje.'' 
(Teacher-in-Charge) (Supwinkdent of Schools) 
Date Doztt 
(Principal) (President, Board of Education) 
Date Date 
B-V School 
F. G. Lindsey School 
Furnace Woods School 
Blue Mountain Middle !School 
Hendrick Hudson High School 
